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I INTRODUCTION

The U.S. Environmental Protection Agency (EPA) was established as an independent agency of the
Federal executive branch on December 2, 1970, to foster and administer government direction and action on
environmental issues. The EPA isresponsible for abatement and pollution control through the integration of
avariety of research, monitoring, standard setting, and enforcement activities. It also coordinates and
supports research and anti-pollution activities by state and local governments, private and public groups,
individuals, and educational ingtitutions. Further, the Agency supports efforts among other Federal agencies
to examine the impact their environmental activities may have on the American public.

The enactment of major new environmental laws and important amendments to older laws have
greatly expanded EPA's responsihilities. The Agency now administers the following nine comprehensive
environmenta laws:

Clear Air Act (CAA);

Clean Water Act (CWA);

Safe Drinking Water Act (SDWA);

Comprehensive Environmental Response, Compensation, and Liability Act (CERCLA or
"Superfund");

Resource Conservation and Recovery Act (RCRA);

Federal Insecticide, Fungicide, and Rodenticide Act (FIFRA);

Marine Protection, Research, and Sanctuaries Act (MPRSA);

Toxic Substances Control Act (TSCA); and

Uranium Mill Tailings Radiation Control Act (UMTRCA).

The EPA is headed by an Administrator appointed by the President with the advice and consent of
the Senate. A Deputy Administrator, nine assistant administrators, a chief financial officer, an inspector
general, agenera counsd, several staff offices, and ten regional administrators complete the senior
management team.

The Agency's Equal Employment Opportunity (EEO) Program is an important function within the
management structure. The Office of Civil Rights (OCR), a staff office within the Office of the
Administrator, provides Agency-wide direction, coordination, monitoring, and evaluation of equal
opportunity and affirmative employment objectives. It establishes the broad administrative policies for
success in the Agency-s equal opportunity and affirmative employment initiatives. Management officials at
all levelsare required to ensure that the progranrs goals and objectives are met within their respective
organizations. The OCR Director reports to the Administrator and is a member of the Agency-s senior staff.
The OCR advises and helps senior and mid-level management officials establish, maintain, and conduct
programs to promote equal opportunity and affirmative action at all levels and segments of the Agency's
work force.

The Agency is comprised of nine major program offices--which include three major and severa
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smaller laboratory locations--and ten regional offices throughout the United States. The assistant regional
administrators serve as regional directors of civil rights and are responsible for al civil rights functions under
their authority. Three separate area directors of civil rights, who report to the OCR Director, provide
guidance and direction in planning, developing, implementing, and eval uating their EEO/Affirmative
Employment Program to the laboratory locations.

The OCR consists of three mgjor units. Complaints Resolution, External Compliance, and Work
For ce Diversity and Analysis. The centralized Complaints Resolution function manages the Agency-s
Discrimination Complaints Program pursuant to Title V11 of the Civil Rights Act of 1964, as amended, and
other non-discrimination statutes and guidelines. The unit recommends Agency-wide policies and procedures
for processing allegations of discrimination based on race, color, religion, sex, national origin, age, and/or
physical or mental disability. Further, the unit selects and trains collateral-duty EEO counselors who, as
neutral third parties, attempt to solve such allegations informally. The unit also establishes counseling
procedures, reviews EEOC decisions, and administers the Agency:s systems for intake, investigation, and
monitoring/tracking of formal complaints.

The External Compliance staff manages the Agency:=s External Compliance Program in accordance
with Title VI of the Civil Rights Act of 1964, as amended, and other external civil rights statutesto ensure
that recipients of EPA financial assistance do not discriminate on the basis of race, color, or national origin.
The unit serves as the Agency-s Title VI Coordinator pursuant to the Act, Executive Order 11764, and
regulations of the Department of Justice.

The Work Force Diversity and Analysis (WDA) staff ensures implementation of the Agency-s six
special emphasis programs. The unit includes six EEO managers who serve both as liaisons with individual
EPA organizations and as national Special Emphasis Program (SEP) managers. As SEP managers, they
administer the Federal Women's Program, Black Employment Program, Asian and Pacific Islander
Employment Program, Hispanic Employment Program, American Indian Employment Program, and People
with Disabilities Employment Program. They also provide guidance to formally-appointed collateral -duty
SEP managers in the Agency-s program and regional offices who, in turn, devote up to 20 percent of their
time to SEP duties. The EEO managers also serve as technical advisors to the Office of Human Resources
and Organizational Services (OHROS) regarding all matters having direct or indirect impact on the EEO
program. In addition, the WDA staff are responsible for conducting regular reviews of the EPA
organizations civil rights programs and administering the Agency's Minority Academic Institutions (MAI)
program.

A. PURPOSE: TheFY 1998 Affirmative Employment Program (AEP) Plan Accomplishment Report
for Minorities and Women and FY 1999 Plan Update presents EPA's progress in improving the employment
and advancement opportunities for under represented women and minorities. The report also documents the
status of significant program objectives and action items directed towards achieving work force
representations as previously outlined in EPA's Multi-Y ear (FY 1987-FY 1994) AEP.
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B. AUTHORITY: Pursuant to Section 717, Title VI of the Civil Rights Act of 1964, as amended, and
Executive Order 11478, as amended by Executive Order 12106, Federal agencies are required to develop and
implement affirmative employment programs to eliminate the under representation of women and minorities
in the Federal work force.

Further policies, procedures, guidance and formats for the devel opment and submission of annual
affirmative employment program accomplishment reports and affirmative employment plan updates are
contained in the Equal Employment Opportunity Commission's EEO Management Directive 714, dated
October 6, 1987. The OCR administers the devel opment and execution of this program requirement through
the senior level EPA management structure and provides guidance and instruction on the preparation and
submission of this required information to all EPA organizations nationwide.

C. DATA SOURCE: The workforce information stems from the Employee Payroll System (EPAY S)
as of September 30, 1998, through the Equal Employment Opportunity Monitoring and Analysis System
(EEOMAYS). The EPAY S system stores and maintains current and historical dataon all EPA employees.

In order to determine the existence of under representation, the EPA work force is compared to the
appropriate Civilian Labor Force (CLF) data. For the Agency-wide analysis, the work force is compared to
the National CLF for the most populous Professional series as well as for the combined Administrative job
series. The Headquarters analysis compares the work force to the National CLF for the most populous
Professional job series and to the Washington, D.C., metropolitan area CLF for the combined Administrative
job series. Both sets of CLF are provided by the U.S. Equal Employment Opportunity Commission (EEOC)
to help determine whether any protected group is under represented in EPA's mission-related major
occupations.

D. FY 1998 ACCOMPLISHMENT REPORT: Presentsand discusses the Agency-s
accomplishments on both a nationwide and Headquarters level.

E. WORK FORCE PROFILE AND ANALYSIS: Provides anarrative discussion of the actual work
force profile and employment status of protected groups in relation to the appropriate CLF. Thisincludes
data by Professional and Administrative classifications, grade levels, and major mission-related occupations.
For purposes of this analysis, the protected groups include women, Blacks, Hispanics, Asian/Pecific
Islanders, and American Indians.

F. NOTEWORTHY ACTIVITIESAND INITIATIVES: Contains program information
highlighting Agency achievements in providing employment and advancement opportunities for under
represented protected groups during the reporting year.

G. FY 1999 ANNUAL UPDATE: Providesafull assessment of the current status of the
EEO/Affirmative Employment Program and of any outstanding EEO-related problems, both at the Agency-
wide and Headquarters level.
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H. PROBLEM S/BARRIERS, OBJECTIVESAND ACTION ITEMS: Thissection of the AEP
identifies and analyzes human resources and management policies, practices, systems, and procedures which
may serve as problems and barriers to the employment of protected groups. It also presents a clear statement
of specific and measurable objectives with supporting action items designed to resolve work force problems
identified in the annual plans.

I NUMERICAL GOALS: Numerical goals are set when awork force analysis shows the existence
of under representation of individual protected groups. Since Professiona and Administrative employees
make up over 88% of the Agency:s total work force, the major focus is on these two occupational categories.
Goals were set for Agency-wide and Headquarters levels.
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AGENCY WIDE

1 FY 1999 PLAN UPDATE
1 FY 1998 ACCOMPLISHMENT REPORT

Name of Organization: U.S. Environmental Protection Agency

Address of Organization: 401 M Street, SW
Washington, DC 20460

Organization Level: AGENCY-WIDE

Number of Employees Covered By Plan: 18,041 TOTAL

8,772 PROFESSIONAL 7,247 ADMINISTRATIVE 952 TECHNICAL
1,056 CLERICAL 14 OTHER

Name of Contact Person/Person Preparing Form: Versha Kumar
TELEPHONE NUMBER: (202) 260-4578

Name/Title of Principal EEO Official:

ANN E. GOODE, DIRECTOR
OFFICE OF CIVIL RIGHTS

Signature of Principal EEO Official Date

Certify that thisreport isin compliance with EEOC-MD-714.

Name/Title of Head of Organization:

CAROL M. BROWNER
ADMINISTRATOR

Signature of Head of Organization Date

Certify that thisreport isin compliance with EEOC-MD-714.

EEOC Form 566 (8/87) 9



AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIESAND WOMEN

THISPAGE LEFT BLANK

EEOC Form 566 (8/87) 10



AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIESAND WOMEN

AGENCY WIDE
FY 1999 PLAN UPDATE
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AGENCY-WIDE
WORK FORCE PROFILE AND ANALYSIS

This report contains EPA:s accomplishments in hiring, promoting, and devel oping the skills and
abilities of minorities and women during Fiscal Y ear 1998.

The work force profilesin this section depict the distribution of EPA:=s permanent full-time and part-
time employeesin the General Schedule (GS) and Senior Executive Service (SES) positions by race, national
origin, and gender. The data are organized to show the total EPA population (all Professional,
Administrative, Technical, Clerical, and Other--referred as PATCO categories), as well as the populations
that make up the Agency:s Professional and Administrative staff. This report concentrates its attention on
these two occupational categories because they represent the vast majority of the EPA work force (88.8%).
The data are also arranged by specific grade groups, asfollows: GS 1-4, GS 5-8, GS 9-12, GS/GM-13,
GS/GM-14, GS/GM-15, and SES. Data pertaining to the EPA=s major occupational categoriesfor
Professional jobs are included and show the percent distribution of all groups for FY 1998.

The Agency-wide work force computations and subsequent analysis are based on comparisons with
the National Civilian Labor Force (CLF) datafor Professional and Administrative categories extracted from
the 1990 Census by the EEOC. The National Professional CLF data for each specific Professional
occupation was used to analyze the Professional occupational groups. The National Administrative CLF was
used to analyze the Administrative occupational group.

The work force data shown are as of September 30, 1998, unless stated otherwise. The tables
present the actual numbers and the percentages in two decimal places. In the analysis, the percentages are
rounded to one decimal place except when the percentage is less than one percent.

SUMMARY ANALYSIS

At the close of FY 1998, EPA:s full-time and part-time population was 18,041. There was a net
increase of 3.4% (595) from the 17,446 persons employed at the close of FY 1997. Most of the EPA work
force (88.8%) was assigned to Professional and Administrative positions. The number of minorities and
women increased by 4.6% (466) going from 10,065 to 10,531. White employees occupied 72.4% (13,054)
of the Agency-s positions; this represents a 0.9% decrease from September 30, 1997. White men occupied
41.6% (7,510) of these positions on September 30, 1998, a0.7% decrease from their rate a year earlier.

Minorities occupied 27.6% (4,987) of the Agency-s positions while women occupied 49.7% (8,970).
Thisisanet increase of 7.0% (324) for minorities and a 4.2% (360) increase for women from ayear earlier.
The representation rate in the total work force for minorities and women only increased slightly--the rate for
minorities and women increased by 0.9% and 0.4%, respectively.

Among minorities, blacks held 18.0% (3,248) of the Agency-s positions, Hispanics 4.4% (787),

EEOC Form 566 (8/87) 13 Return to TOC
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Asians 4.6% (831), and American Indians 0.7% (121). Over thelast year, blacks had a net increase of 4.7%
(146), Hispanics 9.8% (70), Asians 11.1% (83), and American Indians 26% (25). The representation rates
for minorities in the total work force only increased dlightly--blacks increased by 0.2%, Hispanics by 0.3%,
Asians by 0.3%, and American Indians by 0.1%.

Minority women held 19.0% (3,426) of the Agency-s positions. Black women held 14.0% (2,527),
Hispanic women 2.4% (435), Asian women 2.2% (392), and American Indian women 0.4% (72). Their
representation rates in the total work force only increased dightly--minority women increased by 0.6%, black
women by 0.1%, Hispanic women and Asian women each by 0.2%, and American Indian women by 0.07%.

Minority men held 8.7% (1,561) of the Agency-s positions. Black men held 4.0% (721), Hispanic
men 2.0% (352), Asian men 2.4% (439), and American Indian men 0.3% (49). Their representation ratesin
the total work force only increased slightly--minority men increased by 0.4%, black men by 0.1%, Hispanic
men by 0.05%, Asian men by 0.1%, and American Indian men by 0.05%.

White women occupied 30.7% (5,544) of the Agency-s positions. Their representation rate in the
total work force decreased by 0.2%.

PROFESSIONAL

At the close of FY 1998, 48.6% or 8,772 members of the Agency-swork force were employed in
Professional occupations. This represents a 4.0% (334) net increase over the 8,438 persons employed at the
end of FY 1997. The representation of Professional employees in the EPA work force increased dightly,
going from 48.4% to 48.6% during the same period. The number of minorities and women increased by
6.5% (243), going from 3,738 to 3,981. White employees occupied 80.3% (7,047) of the Professional
positions; this represents a 1.0% decrease from September 30, 1997. White men occupied 54.6% (4,791) of
these positions on September 30, 1998, a 1.1% decrease from their rate a year earlier.

Minorities occupied 19.7% (1,725) of the Professional positions while women occupied 35.0%
(3,069). Thisisanetincrease of 9.3.% (147) for minorities and a 6.0% (173) increase for women from a
year earlier. The representation rate in the total work force for minorities and women only increased slightly-
-the rate for minoritiesincreased by 1.0% and women by 0.7%.

Among the minorities, blacks held 8.6% (758) of the Professional positions, Hispanics 4.3% (381),
Asians 6.2% (540), and American Indians 0.5% (46). Over the last year, blacks had a net increase of 5.7%
(41), Hispanics 12.7% (43), Asians 10.4% (51), and American Indians 35.3% (12). The representation rates
for minorities in the total work force only increased dlightly--blacks increased by 0.2%, Hispanics by 0.3%,
Asians by 0.4%, and American Indians by 0.1%.

Minority women held 9.3% (813) of the Professional positions. Black women held 4.8% (420),
Hispanic women 1.9% (162), Asian women 2.4% (209), and American Indian women 0.3% (22). Their

EEOC Form 566 (8/87) 14
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representation rates in the total work force only increased dightly--minority women increased by 0.6%, black
women by 0.1%, Hispanic and Asian women each by 0.2%, and American Indian women by 0.05%.

Minority men held 10.4% (912) of the Professional positions. Black men held 3.9% (338), Hispanic
men 2.5% (219), Asian men 3.8% (331), and American Indian men 0.3% (24). Their representation ratesin
the total work force only increased dightly--minority men increased by 0.4%, black men by 0.03%, Hispanic
men by 0.1%, Asian men by 0.2%, and American Indian men by 0.07%.

White women occupied 25.7% (2,256) of the Professional positions. Their representation rate in the
total work forceincreased by 0.1%.

ADMINISTRATIVE

At the close of FY 1998, 40.2% or 7,247 members of the Agency-swork force were employed in
Administrative occupations. This represents a 5.5% (379) net increase over the 6,868 persons employed at
theend of FY 1997. The representation of Administrative employeesin the EPA work force increased
dlightly, going from 39.4% to 40.2% during the same period. The number of minorities and women increased
by 7.7% (336) going from 4,377 to 4,713. White employees occupied 71.3% (5,164) of the Administrative
positions; this represents a 1.0% decrease from September 30, 1997. White men occupied 35.0% (2,534) of
these positions on September 30, 1998, a 1.3% decrease from their rate a year earlier.

Minorities occupied 28.7% (2,083) of the Administrative positions while women occupied 57.3%
(4,153). Thisisanetincrease of 11.9.% (221) for minorities and a 7.6% (292) increase for women from a
year earlier. The representation rate in the total work force for minorities and women only increased dightly--
the rate for minorities increased by 1.6% and women by 1.1%.

Among minorities, blacks held 20.8% (1,507) of the Administrative positions, Hispanics 3.8%
(277), Asians 3.3% (240), and American Indians 0.8% (59). Over the last year, blacks had a net increase of
10.8% (147), Hispanics 14.0% (34), Asians 13.2% (28), and American Indians 25.5% (12). The
representation rates for minorities in the total work force only increased slightly--blacks increased by 1.0%,
Hispanics by 0.3%, Asians by 0.2%, and American Indians by 0.1%.

Minority women held 21.0% (1,523) of the Administrative positions. Black women held 16.5%
(1,192), Hispanic women 2.2% (156), Asian women 1.9% (139), and American Indian women 0.5% (36).
Their representation rates in the total work force only increased slightly--minority women increased by 1.4%,
black women by 0.8%, Hispanic women by 0.3%, Asian women by 0.2%, and American Indian women by
0.1%.

Minority men held 7.7% (560) of the Administrative positions. Black men held 4.4% (315),
Hispanic men 1.7% (121), Asian men 1.4% (101), and American Indian men 0.3% (23). Their representation
ratesin the total work force only increased slightly--minority men increased by 0.2%, black men by 0.2%,

EEOC Form 566 (8/87) 15



AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIESAND WOMEN

Asian men by 0.03%, and American Indian men by 0.03%. The representation rate for Hispanic men
remained the same.

White women occupied 36.3% (2,630) of the Administrative positions. Their representation ratein
the total work force decreased by 0.3%.

TECHNICAL

At the close of FY 1998, 5.3% or 952 members of the Agency-s work force were employed in
Technical occupations. This represents a 4.3% (43) net decrease over the 995 persons employed at the end of
FY 1997. The representation of Technical employeesin the EPA work force decreased slightly, going from

5.7% to 5.3% during the same period. The number of minorities and women decreased by 5.2% (44) going
from 843 to 799. White employees occupied 43.9% (418) of the Technical positions; this represents a 8.9%
decrease from September 30, 1997. White men occupied 16.1% of these positions on September 30, 1998, a
0.8% increase from their rate ayear earlier.

Minorities occupied 56.1% (534) of the Technical positions while women occupied 78.1% (743) of
these positions. Thisisanet decrease of 0.4% (2) for minorities and a4.7% (37) decrease for women from a
year earlier. The representation rate in the total work force for minoritiesincreased by 2.2%. Therate for
women decreased by 0.4%.

Among the minorities, blacks held 46.7% (445) of the Technical positions, Hispanics 5.2% (49),
Asians 3.3% (31), and American Indians 1.0% (9). Over the last year, blacks had a net decrease of 0.7% (3)
and Hispanics 3.9% (2) while there was a net increase for Asians 6.9% (2) and American Indians 12.5% ().
The representation rates for minoritiesin the total work force only increased dightly--blacks increased by
1.7%, Hispanics by 0.02%, Asians by 0.4%, and American Indians by 0.2%.

Minority women held 50.2% (478) of the Technical positions. Black women held 42.2% (402),
Hispanic women 4.4% (42), Asian women 2.8% (27), and American Indian women 0.7% (7).

Minority men held 5.9% (56) of the Technical positions. Black men held 4.5% (43), Hispanic men
0.7% (7), Asian men 0.4% (4), and American Indian men 0.2% (2).

White women occupied 27.8% (265) of the Technical positions.
CLERICAL
At the close of FY 1998, 5.9% or 1,056 members of the Agency:swork force were employed in
Clerical occupations. This represents a 6.4% (72) net decrease over the 1,128 persons employed at the end of

FY 1997. The representation of Clerical employeesin the EPA work force decreased dightly, going from
6.5% to 5.9% during the same period. The number of minorities and women decreased by 6.3% (69) going
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIESAND WOMEN

from 1,102 to 1,033. White employees occupied 39.4% (416) of the Clerical positions; this represents a
0.2% decrease from September 30, 1997. White men occupied 2.2% (23) of these positions on September
30, 1998, a 0.1% decrease from their rate ayear earlier.

Minorities occupied 60.6% (640) of the Clerical positions while women occupied 95.2% (1,005) of
these positions. Thisisanet decrease of 6.2% (42) for minorities and 6.3% (68) decrease for women from a
year earlier. The representation rate in the total work force for minorities and women decreased dightly--
minorities by 0.2% and women by 0.05%.

Among the minorities, blacks held 50.5% (533) of the Clerical positions, Hispanics 7.6% (80),
Asians 1.9% (20), and American Indians 0.7% (7). Over the last year, blacks had a net decrease of 6.8% (39)
and Hispanics 5.9% (5). Asians had anet increase of 11.1% (2). American Indians remained the same. The
representation rates for minorities in the total work force only increased slightly--Hispanics increased by
0.04%, Asians by 0.3%, and American Indians by 0.04%. The black representation rate decreased by 0.2%.

Minority women held 58.0% (612) of the Clerical positions. Black women held 48.6% (513),
Hispanic women 7.1% (75), Asian women 1.6% (17), and American Indian women 0.7% (7).

Minority men held 2.7% (28) of the Clerical positions. Black men held 1.9% (20), Hispanic men
0.5% (5), and Asian men 0.3% (3). There were no American Indian men in these positions.

White women occupied 37.2% (393) of the Clerical positions.
OTHER
At the close of FY 1998, 0.1% or 14 persons of the Agency-swork force were employed in Other
occupations. Thisrepresentsa 17.7% (3) net decrease over the 17 persons employed at the end of FY 1997.

White men occupied 64.3% (9) of the positions while black men held 35.7% (5). There were no womenin
these occupations.

EEOC Form 566 (8/87) 17
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U S. ENVI RONMENTAL PROTECTI ON AGENCY
CHANGE | N WORKFORCE EEO PROFI LE BY PATCOB CATEGORY
AGENCY W DE
From 09/30/1997 To: 09/ 30/ 1998

Tot al Wi te Bl ack Hi spanic Asi an Anerican Anerican | ndian
Pacific |Islander Al askan Native

Al l Wonen Men Wonen Men Wonen Men Wonen Men Wonen Men Wonen
PROFESSI ONAL 09/ 1997 # 8438 2896 4700 2160 323 394 201 137 301 188 17 17
% 34. 32 55.70 25. 60 3.83 4,67 2.38 1.62 3.57 2.23 0.20 0. 20

09/ 1998 # 8772 3069 4791 2256 338 420 219 162 331 209 24 22

% 34.99 54.62 25.72 3. 85 4,79 2.50 1.85 3.77 2.38 0.27 0. 25

CHANGE IN % 0.67 -1.08 0.12 0. 03 0.12 0.11 0.22 0.21 0. 15 0. 07 0. 05
ADM NI STRATI VE 09/1997 # 6868 3861 2491 2515 287 1073 115 128 94 118 20 27
% 56. 22 36. 27 36. 62 4,18 15. 62 1. 67 1.86 1.37 1.72 0.29 0. 39

09/ 1998 # 7247 4153 2534 2630 315 1192 121 156 101 139 23 36

% 57.31 34.97 36. 29 4, 35 16. 45 1. 67 2.15 1.39 1.92 0.32 0. 50

CHANGE IN % 1.09 -1.30 -0.33 0.17 0. 83 0. 00 0.29 0. 03 0.20 0. 03 0.10
TECHNI CAL 09/ 1997 # 995 780 152 307 47 401 10 41 4 25 2 6
% 78. 39 15. 28 30. 85 4,72 40. 30 1.01 4,12 0. 40 2.51 0.20 0. 60
09/ 1998 # 952 743 153 265 43 402 7 42 4 27 2 7

% 78. 05 16. 07 27. 84 4,52 42. 23 0.74 4,41 0.42 2.84 0.21 0.74

CHANGE IN % -0.35 0. 80 -3.02 -0.21 1.93 -0.27 0.29 0. 02 0.32 0.01 0.13
CLERI CAL 09/ 1997 # 1128 1073 26 420 19 553 6 79 4 14 0 7
% 95.12 2.30 37.23 1.68 49. 02 0.53 7.00 0. 35 1.24 0. 00 0.62
09/ 1998 # 1056 1005 23 393 20 513 5 75 3 17 0 7
% 95. 17 2.18 37.22 1.89 48. 58 0. 47 7.10 0.28 1.61 0. 00 0. 66
CHANGE IN % 0. 05 -0.13 -0.02 0.21 -0.45 -0.06 0.10 -0.07 0.37 0. 00 0. 04
BLUE- COLLAR 09/ 1997 # 17 0 12 0 5 0 0 0 0 0 0 0

% 0. 00 70. 59 0. 00 29.41 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
09/ 1998 # 14 0 9 0 5 0 0 0 0 0 0 0
% 0. 00 64. 29 0. 00 35.71 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
CHANGE IN % 0. 00 -6.30 0. 00 6. 30 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
TOTAL 09/ 1997 # 17446 8610 7381 5402 681 2421 332 385 403 345 39 57
% 49. 35 42.31 30. 96 3.90 13. 88 1.90 2.21 2.31 1.98 0.22 0.33

09/ 1998 # 18041 8970 7510 5544 721 2527 352 435 439 392 49 72

% 49.72 41. 63 30.73 4,00 14.01 1.95 2.41 2.43 2.17 0.27 0. 40
CHANGE IN % 0.37 -0.68 -0.23 0. 09 0.13 0. 05 0. 20 0.12 0. 20 0. 05 0. 07
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AGENCY-WIDE
REPRESENTATION OF EEO GROUPSBY GRADE

Grade groupings GS1-4, GS5-8, GS9-12, GYGM-13, GIYGM-14, GYGM-15, and SESwere evaluated to
determine the status of EEO groups throughout EPA.

GS 1-4:. Of thetotal EPA work force, 0.4 % or 76 employees were in this grade grouping. Asian women,
American Indian men, and American Indian women were absent at these levels. White men occupied 15.8%
of these positions while minorities and women represented 84.2%. Of the total positions, women occupied
71.1%, with white women at 17.1%.

Minority women held 54.0% of these positions--Black women held 40.8% while Hispanic women
held 13.2%.

Minority men occupied 13.2% of this grade group--Black men held 9.2%, Hispanic men 2.6%, and
Asian men 1.3%.

GS5-8. Of thetotal work force, 10.9% or 1,939 employees were in this grade grouping. White men
occupied 7.7% of these positions while minorities and women represented 92.3%. Of the total positions,
women occupied 86.4%, with white women at 34.1%.

Minority women held 52.4% of these positions--Black women held 42.0%, Hispanic women 6.4%,
Asian women 3.0%, and American Indian women 0.9%.

Minority men occupied 5.8% of this grade group--Black men held 3.8%, Hispanic men 1.2%, Asian
men 0.8%, and American Indian men 0.1%.

GS9-12: Of thetota work force, 29.3% or 5,217 employees were in this grade grouping. White men
occupied 31.6% of these positions while minorities and women represented 68.4%. Of the total positions,
women occupied 58.1%, with white women at 33.7%.

Minority women held 24.5% of these positions--Black women held 18.2%, Hispanic women 2.9%,
Asian women 2.7%, and American Indian women 0.7%.

Minority men occupied 10.3% of this grade group--Black men held 4.9%, Hispanic men 2.2%, Asian
men 2.8%, and American Indian men 0.3%.

GS/GM-13: Of the total work force, 33.2% or 5,913 employees werein GS/GM-13 positions. White men
occupied 47.9% of these positions while minorities and women represented 52.1%. Of the total positions,
women occupied 42.3%, with white women at 29.7%.

Minority women held 12.6% of these positions--Black women held 8.3%, Hispanic women 1.7%,
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Asian women 2.4%, and American Indian women 0.2%.

Minority men occupied 9.8% of this grade group--Black men held 4.1%, Hispanic men 2.2%, Asian
men 3.1%, and American Indian men 0.4%.

GS/GM-14: Of the total work force 15.7% or 2,803 employees were in GS/GM-14 positions. White men
occupied 54.7% of these positions while minorities and women represented 45.3%. Of the total positions,
women occupied 38.4%, with white women at 29.5%.

Minority women held 8.9% of these positions--Black women held 6.2%, Hispanic women 1.3%,
Asian women 1.3%, and American Indian women 0.1%.

Minority men occupied 6.9% of these positions--Black men held 2.9%, Hispanic men 1.8%, Asian
men 2.1%, and American Indian men 0.1%.

GS/GM-15: Of the total work force 9.1% or 1,630 employees were in GSYGM-15 positions. White men
occupied 62.7% of these positions while minorities and women represented 37.3%. Of the total positions,
women occupied 31.7%, with white women at 26.8%.

Minority women held 4.9% of these positions--Black women held 3.4%, Hispanic women 0.7%,
Asian women 0.7%, and American Indian women 0.06%.

Minority men occupied 5.6% of these positions--Black men held 2.3%, Hispanic men 1.6%, Asian
men 1.5%, and American Indian men 0.1%.

SES. Of the total work force 1.4% or 256 employees were in SES positions. Hispanic women were absent at
thislevel. White men occupied 64.1% of these positions while minorities and women represented 35.9%. Of
the total positions, women occupied 29.3%, with white women at 25.4%.

Minority women held 3.9% of these positions--Black women held 2.3%, Asian women 1.2%, and
American Indian women 0.4%.

Minority men occupied 6.6% of these positions--Black men held 5.1%, Hispanic men 0.8%, Asian
men 0.4%, and American Indian men 0.4%.
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY

CHANGE | N W F EEO PROFI LE BY GRADE LEVEL GS/ GM ES ( AGENCY W DE)
09/30/ 1997 To: 09/30/1998

Tot al Wi te Bl ack H spani c Asi an Anerican Arerican | ndi an
Al Wnen Men Wnen Men Wen Men Wnen Men Wnen Men Wnen
GS 1-4 09/ 1997 # 79 51 13 12 9 34 3 5 3 0 0 0
% 64.56 16.46 15.19 11.39 43.04 3.80 6.33 3.80 0. 00 0. 00 0. 00
09/ 1998 # 76 54 12 13 7 31 2 10 1 0 0 0
% 71.05 15.79 17.11 9.21 40.79 2.63 13.16 1.32 0. 00 0. 00 0. 00
CHANGE IN % 6.50 -0.67 1.92 -2.18 -2.25 -1.17 6.83 -2.48 0. 00 0. 00 0. 00
GS 5-8 09/ 1997 # 2008 1756 155 700 62 876 15 118 18 47 2 15
% 87.45 7.72 34.86 3.09 43.63 0.75 5.88 0.90 2.34 0.10 0.75
09/ 1998 # 1939 1676 149 661 73 814 23 124 16 59 2 18
% 86. 44 7.68 34.09 3.76  41.98 1.19 6. 40 0.83 3.04 0.10 0.93
CHANGE IN % -1.01 -0.03 -0.77 0.68 -1.65 0. 44 0.52 -0.07 0.70 0. 00 0.18
GS 9-12 09/ 1997 # 5219 2940 1741 1764 259 873 123 138 142 136 14 29
% 56.33 33.36 33.80 4.96 16.73 2.36 2.64 2.72 2.61 0. 27 0.56
09/ 1998 # 5217 3033 1647 1756 256 951 117 151 148 138 16 37
% 58.14 31.57 33.66 4.91 18.23 2.24 2.89 2.84 2.65 0.31 0.71
CHANGE IN % 1.80 -1.79 -0.14 -0.06 1.50 -0.11 0.25 0.12 0.04 0.04 0.15
GS/ GV 13 09/ 1997 # 5445 2286 2646 1635 219 437 122 89 156 116 16 9
% 41.98 48.60 30.03 4.02 8.03 2.24 1.63 2.87 2.13 0.29 0.17
09/ 1998 # 5913 2500 2833 1755 243 490 129 100 184 143 24 12
% 42.28 47.91 29.68 4.11 8.29 2.18 1.69 3.11 2.42 0.41 0.20
CHANGE IN % 0.30 -0.68 -0.35 0. 09 0.26 -0.06 0. 06 0.25 0.29 0.11 0.04
GS/ GV 14 09/ 1997 # 2692 1007 1522 797 69 152 37 26 53 30 4 2
% 37.41 56.54 29.61 2.56 5.65 1.37 0.97 1.97 1.11 0.15 0. 07
09/ 1998 # 2803 1077 1534 828 81 174 49 36 58 36 4 3
% 38.42 54.73 29.54 2.89 6.21 1.75 1.28 2.07 1.28 0.14 0.11
CHANGE IN % 1.02 -1.81 -0.07 0.33 0.56 0.37 0.32 0.10 0.17 -0.01 0.03
GS/ GV 15 09/ 1997 # 1516 464 958 402 42 41 25 7 25 13 2 1
% 30.61 63.19 26.52 2.77 2.70 1.65 0. 46 1.65 0.86 0.13 0. 07
09/ 1998 # 1630 517 1022 437 38 56 26 11 25 12 2 1
% 31.72 62.70 26.81 2.33 3.44 1.60 0.67 1.53 0.74 0.12 0. 06
CHANGE IN % 1.11  -0.49 0.29 -0.44 0.73 -0.05 0.21 -0.12 -0.12 -0.01 0. 00
SES + GS EQ 09/ 1997 # 260 70 175 62 12 5 2 0 0 2 1 1
% 26.92 67.31 23.85 4.62 1.92 0.77 0. 00 0. 00 0.77 0.38 0.38
09/ 1998 # 256 75 164 65 13 6 2 0 1 3 1 1
% 29.30 64.06 25.39 5.08 2.34 0.78 0. 00 0.39 1.17 0.39 0.39
CHANGE IN % 2.37 -3.25 1.54 0. 46 0. 42 0.01 0. 00 0.39 0. 40 0.01 0.01
TOTAL 09/ 1997 # 17219 8574 7210 5372 672 2418 327 383 397 344 39 57
% 49.79 41.87 31.20 3.90 14.04 1.90 2.22 2.31 2.00 0.23 0.33
09/ 1998 # 17834 8932 7361 5515 711 2522 348 432 433 391 49 72
% 50.08 41.28 30.92 3.99 14.14 1.95 2.42 2.43 2.19 0. 27 0. 40
CHANGE IN % 0.29 -0.60 -0.27 0.08 0.10 0. 05 0.20 0.12 0.19 0. 05 0. 07
21
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AGENCY WIDE
COMPARATIVE ANALYSISOF CLF AND EPA WORK FORCE
IN MAJOR PROFESSIONAL SERIES

This analysis focuses on the major Professional occupational series. Almost half (48.6%) of the
EPA work force is employed in this category, and 86.3% of these Professionals are employed in 11 major
occupational series. These are: Economists, Biologists, Toxicologists, Accountants, Auditors,
Environmental Engineers, Chemical Engineers, Attorneys, Physical Scientists, Chemists, and
Geologists. The analysis describes the under representation rate by job series for each of the nine protected
groups (where applicable) as of September 30, 1998 in comparison to the National Professional Civilian
Labor Force (CLF) for that specific occupation.

The most under represented group is Asian men. They are under represented in seven of the 11
Professional occupations. Hispanic men, Hispanic women, and American Indian women are under
represented in six of the 11 Professional occupations. American Indian men are absent from four of the 11
Professional occupations, while American Indian women are not represented in two of the 11 Professional
occupations

Economists: Of the total Professional work force, 1.4% or 119 persons worked as Economists. Six of the
nine protected groups are present in thisjob series, while Asian women, American Indian men, and American
Indian women are absent. Six groups are under represented--white women by 14.6%, black women by 0.6%,
Hispanic women by 0.4%, Asian women by 1.4%, American Indian men and women each by 0.1%.

Biologists. Of thetotal Professional work force, 8.4% or 733 persons worked as Biologists. All groups are
present in this job series, although six are under represented--white women by 2.7%, Hispanic men by 0.6%,
Hispanic women by 0.2%, Asian men by 2.4%, Asian women by 1.8%, and American Indian men by 0.03%.

Toxicologists. Of thetotal Professional work force, 1.8% or 159 persons worked as Toxicologists. Seven of
the nine protected groups are present in thisjob series, while American Indian women and American Indian
men are absent. Five groups are under represented--white women by 8.4%, Hispanic men by 1.5%, Hispanic
women by 0.3%, Asian women by 0.9%, and American Indian women by 0.2%.

Accountants. Of the total Professional work force, 2.1% or 187 persons worked as Accountants. Except for
American Indian men, all groups are present in this job series. Five groups are under represented--white
women by 17.0%, Hispanic men by 1.3%, Hispanic women by 1.9%, Asian men by 0.7%, and American
Indian men by 0.1%.

Auditors. Of thetotal Professional work force, 2.7% or 234 persons worked as Auditors. Except for
American Indian women, all groups are present in thisjob series. Six groups are under represented--white
women by 14.9%, Hispanic men by 1.0%, Hispanic women by 0.7%, Asian men by 1.0%, Asian women by
1.4%, and American Indian women by 0.2%.
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Environmental Engineers. Of the total Professional work force, 24.8% or 2,175 persons worked as
Environmental Engineers. Thisisthe most populous of the Professional occupations. All the protected
groups are present in thisjob series, although two of them are under represented--Asian men by 0.1% and
American Indian men by 0.02%. American Indian women are not represented in the Professional CLF for
this occupation.

Chemical Engineers. Of the total Professional work force, 1.9% or 165 persons worked as Chemical
Engineers. Except for American Indian men and women, all groups are present in thisjob series. American
Indian women are not represented in the professional CLF for this occupation. In thisjob category, only
American Indian men (0.1%) are under represented.

Attorneys. Of thetotal Professional work force, 11.9% or 1,044 persons worked as Attorneys. All groups
are present in this job category and none are under represented.

Physical Scientists. Of thetotal Professional work force, 22.9% or 2,005 persons worked as Physical
Scientists. Thisisthe second most populous job series. While all groups are present, Asian men (0.1%) are
under represented.

Chemigts. Of thetotal Professional work force, 7.3% or 640 persons worked as Chemists. Except for
American Indian women, all groups are present in thisjob series. Five groups are under represented--black
men by 0.6%, Hispanic men by 0.1%, Asian men by 0.8%, American Indian men by 0.04%, and American
Indian women by 0.1%.

Geologists: Of thetotal Professional work force, 1.3% or 112 persons worked as Geologists. Hispanic men,
Hispanic women, Asian women, and American Indian women are absent from this occupation. Hispanic men
are under represented by 1.9%, Hispanic women by 0.5%, Asian men by 0.8%, Asian women by 0.3%, and
American Indian women by 0.1%.
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY ( AGENCY- W DE)
DI STRI BUTI ON OF EEO GROUPS AND COWPARI SON BY SPECI AL | NTEREST SERI ES
PROFESSI ONAL
As of 09/30/1998

OCCUPATI ONAL Tot al Wi te Bl ack H spani c Asi an Anerican Arerican | ndi an

CATEGORY Paci fic |slander Al askan Native
Al Men Wnen Men Wnen Men Wen Men Wnen Men Wnen

AGENCY 119 74 29 5 2 2 1 6 0 0 0

110- ECONOM ST 100 62.18 24.37 4.20 1.68 1.68 0.84 5.04 0.00 0.00 0.00

Cl VI LI AN LABOR FORCE 100 50.20 39.00 2.30 2.30 1.60 1.20 1.80 1.40 0.10 0.10

CLF Data Basis: NATI ONAL

AGENCY 733 402 235 30 21 9 9 11 9 2 5

401 - BIOLOG ST 100 54.84 32.06 4.09 2.86 1.23 1.23 1.50 1.23 0.27 0.68

Cl VI LI AN LABOR FORCE 100 50.40 34.80 1.80 2.10 1.80 1.40 3.90 3.40 0.30 0.10

CLF Data Basis: NATI ONAL

AGENCY 159 79 40 6 4 1 2 20 7 0 0

415 - TOXI COLOGY 100 49.69 25.16 3.77 2.52 0.63 1.26 12.58 4.40 0.00 0.00

Cl VI LI AN LABOR FORCE 100 44.20 33.60 1.90 2.00 2.10 1.60 9.10 5.30 0.00 0.20

CLF Data Basis: NATI ONAL

AGENCY 187 77 48 9 37 1 1 3 10 0 1

510 - ACCOUNTANT 100 41.18 25.67 4.81 19.79 0.53 0.53 1.60 5.35 0.00 0.53

Cl VI LI AN LABOR FORCE 100 40.70 42.50 2.40 4.30 1.80 2.40 2.30 3.10 0.10 0.21

CLF Data Basis: NATI ONAL

AGENCY 234 105 65 22 28 2 4 3 4 1 0

511 - AUDI TOR 100 44.87 27.78 9.40 11.97 0.85 1.71 1.28 1.71 0.43 0.00

Cl VI LI AN LABOR FORCE 100 40.70 42.50 2.40 4.30 1.80 2.40 2.30 3.10 0.10 0.21

CLF Data Basis: NATI ONAL

AGENCY 2175 1240 401 89 81 100 52 143 62 6 3

819 - ENV. ENG NEER 100 57.01 18.44 4.09 3.72 4.60 2.39 6.57 2.85 0.18 0.14

Cl VI LI AN LABOR FORCE 100 77.80 7.90 2.80 0.60 2.60 0.40 6.70 0.80 0.20 0.00

CLF Data Basis: NATI ONAL

AGENCY 165 80 36 6 5 7 5 19 7 0 0

893 - CHEM CAL ENG NEER 100 48.48 21.82 3.64 3.03 4.24 3.03 11.52 4.24 0.00 0.00

Cl VI LI AN LABOR FORCE 100 77.70 9.00 2.70 0.80 2.30 0.50 6.00 0.90 0.10 0.00

CLF Data Basis: NATI ONAL

AGENCY 1044 476 378 31 60 23 27 14 27 5 3

905 - ATTORNEY 100 45.59  36.21 2.97 5.75 2.20 2.59 1.34 2.59 0.48 0.29

Cl VI LI AN LABOR FORCE 100 71.00 21.60 1.90 1.50 1.70 0.80 0.90 0.50 0.10 0.10

CLF Data Basis: NATI ONAL
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U.S. ENVI RONMENTAL PROTECTI ON AGENCY ( AGENCY- W DE)
DI STRI BUTI ON OF EEO GROUPS AND COVPARI SON BY SPECI AL | NTEREST SERI ES
PROFESSI ONAL
As of 09/30/1998

OCCUPATI ONAL Tot al Wi te Bl ack H spani c Asi an American American |ndian
CATEGORY Paci fic Islander Al askan Native
Al Men Wnen Men Wen Men Wnen Men Wnen Men Wnen
AGENCY 2005 1137 551 65 75 42 35 46 42 6 6
1301 - PHYS. SCIENTI ST 100 56.71 27.48 3.24 3.74 2.09 1.75 2.29 2.09 0.30 0.30
Cl VI LI AN LABOR FORCE 100 64.40 25.30 2.30 2.30 1.60 0.40 2.40 0.80 0.20 0.20
CLF Data Basis: NATI ONAL
AGENCY 640 360 152 22 15 12 13 36 29 1 0
1320 - CHEM ST 100 56.25 23.75 3.44 2.34 1.88 2.03 5.63 4.53 0.16 0.00
Cl VI LI AN LABOR FORCE 100 60.00 20.70 4.00 2.10 2.00 1.20 6.40 3.40 0.20 0.10
CLF Data Basis: NATI ONAL
AGENCY 112 87 18 4 1 0 0 1 0 1 0
1350 - GEOLOGQ ST 100 77.68 16.07 3.57 0.89 0.00 0.00 0.89 0.00 0.89 0.00
Cl VI LI AN LABOR FORCE 100 81.10 13.20 0.80 0.30 1.90 0.50 1.60 0.30 0.20 0.10

CLF Data Basis: NATI ONAL
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AGENCY WIDE
COMPARATIVE ANALYSISOF CLF AND EPA WORK FORCE IN THE
ADMINISTRATIVE SERIES

This summary focuses on the Administrative occupations. At the close of FY 1998, the Agency had
7,247 employees in the Administrative job category, comprising 40.1% of itstotal work force. All protected
groups were present in this job series, although three are under represented--white women by (4.1%),
Hispanic men (0.9%), and Asian men (0.01%). Black men, black women, Hispanic women, Asian women,
American Indian men, and American Indian women are at parity with the National Administrative CLF.
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY ( AGENCY- W DE)
DI STRI BUTI ON OF EEO GROUPS AND COWPARI SON BY SPECI AL | NTEREST SERI ES
ADM NI STRATI VE
As of 09/30/1998

OCCUPATI ONAL Tot al Wi te Bl ack Hi spanic Asi an Anerican Anerican | ndian
CATEGORY Paci fic I|slander Al askan Native
Al l Men Wonen Men Wonen Men Wonen Men Wonen Men Wonen
Cl VI LI AN
WORK FORCE 100 12.20 40.40 3. 60 8.70 2.60 2.60 1. 40 1. 40 0. 03 0. 03
AGENCY 2682 995 1082 89 289 33 51 39 64 16 24
028 - ENV. PRT. SPCLT 100 37.10 40.34 3.32 10.78 1.23 1.90 1. 45 2.39 0. 60 0. 89
AGENCY 170 8 57 2 79 1 12 0 8 1 2
029 - ENV. PRT. ASSI ST. 100 4,71 33.53 1.18 46. 47 0.59 7.06 0. 00 4,71 0.59 1.18
AGENCY 1398 376 574 40 326 16 28 16 20 0 2
343 - MGMT. ANALYST 100 26.90 41.06 2.86 23.32 1.14 2.00 1.14 1.43 0. 00 0.14
AGENCY 139 17 39 7 58 4 11 0 3 0 0
201- PERSONNEL MANAGENMENT 100 12.23 28.06 5.04 41.73 2.88 7.91 0. 00 2.16 0. 00 0. 00
AGENCY 887 249 331 34 214 15 25 6 8 1 5
301 - GEN ADM N 100 28.07 37.32 3.83 24.01 1.69 2.82 0. 68 0. 90 0.11 0. 56
AGENCY 562 265 115 48 65 14 7 25 20 2 1
334 - COWPUTER SPEC 100 47.15 20.46 8.54 11.57 2. 49 1.25 4, 45 3.56 0. 36 0.18
AGENCY 380 231 105 15 13 6 1 4 4 1 0
340 - PROGRAM MGR. 100 60.79 27.63 3.95 3.42 1.58 0. 26 1.05 1.05 0. 26 0. 00
AGENCY 141 46 67 6 13 2 2 2 2 0 1
1035- PUBLI C AFFAI RS 100 32.62 47.52 4,26 9.22 1.42 1.42 1.42 1.42 0. 00 0.71
AGENCY 134 19 53 6 40 4 7 0 5 0 0
1101- GEN. BUS. & | ND. 100 14.18 39.55 4,48 29.85 2.99 5.22 0. 00 3.73 0. 00 0. 00
AGENCY 323 95 113 25 72 5 6 2 0 1 4
1102 - CONTRACT SPCLT 100 29.41 34.98 7.74 22.29 1.55 1.86 0.62 0. 00 0.31 1.24
AGENCY 258 168 48 15 6 11 4 2 2 2 0
1811- CRI M NAL | NVSTG. 100 65.12 18.60 5.81 2.33 4,26 1.55 0.78 0.78 0.78 0. 00
27
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AGENCY WIDE
REPORT ON OBJECTIVES/ACTION ITEMSAND THEIR
ACCOMPLISHMENT
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The following barrier statements/objectives and action items were originally identified in the EPA:=s
five year Affirmative Employment Program (AEP) Plan for Minorities and Women. The U.S. Equal
Employment Opportunity Commission (EEOC) requires that originally identified as well as subsequent

barrier statements/objectives and action items be included in any updates to the agency:-s five year plan until
the barriers have been eiminated.
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REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS
AGENCY WIDE

PROGRAM ELEMENT:

ORGANIZATION AND RESOURCES

PROBLEM/BARRIER
STATEMENT

OBJECTIVE/
ACTION ITEMS

RESPONSIBLE
OFFICIAL(S)

TARGET
DATES

ACCOMPLISIIMENTS
Yes/Partial/No

The Special Emphasis Programs
(SEPs) need sufficient resources,
particularly financial, to adequately
discharge their dutics. Some SEP
managers have not received the
training required for their position.
Other SEP managers have limited

access to information and guidance.

I'his impacts their ability to offer
advice and assistance to
management officials on the
employment concerns of minorities
and women.

‘T'o enable collateral-duty SEP managers to effectively address

sound advice, information, and leedback to both their
management officials and the national EEO/SEP managers.

1. Provide (inancial resources, managerial support, training,
guidance, and techaical assistance to cotlateral-duty SEP
managers.

the employment issues of minoritics and women, and provide -

Regional Administrators (RAs),
Assistant Regional Administrators
(ARAs), Assistant Administrators
(AAs)(lin. Suppont); Deputy RAs
(fin/mgmi support); Equal
Employment Opportunity Officers
(1E0O0s) (technical assistance);
and National EEQ/SEP Managers
(technical assistance/training).

Annually/as
needed

STATUS: During FY 1998, the Agency’s Office of Civil Rights (OCR) and ils Nationu! EEO/SEP Managers designed and sponsored training/meetings for all collateral-duty SEP managers. In
most instances, the training/mecting was conducted in conjunction with the annual mecting/irining conference of a national organization such as ederally Employed Women (FEW), National
Image, or National Blacks in Government (BIG). However, additional training in arcas such as employee/labor retutions; clicctive writing/briefing skills; personnel management, etc., is also

needed.
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AGENCY WIDE

REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

PROGRAM ELEMENT:

PROGRAM EVALUATION

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
Individual organization’s ‘T'o establish a comprehensive and consisient formal process by
Affirmative Employment Program which organizational ALY initiatives are reviewed, specilic
(AEP) Plan initiatives are not being | results are assessed and used to evaluate the performance of
fully reviewed and the results of management oflicials.
management’s efforts are nol being
considered in their performance 1. Fach of OCR’s National EEO Managers is assigned scveral OCR Ongoin
evaluation. EPA organizations (both regional and headquarters program going Y
ofTices) for liaison and assessment purposes. ‘They are lo
provide advice and guidance on all matters related 1o AEP and
SEP initiatives, and revicw ALP plans.
‘ 2. Use semiannual AEP status reports to provide feedback to . N
. - . ocC
f:PA regional and HQ program oftices on accomplishment of R Aprit/October, 1999 ‘
AEP goals and objectives. -,
: 3. Manitor and measure the Agency's progress in implementing Administrator/Deput Ongoin
EPA organizations' affimative employment and Diversity ; Administrator: C%_n Nugiw& gotng ' Y
‘ : Action Plans, as well as other work loree issues. : o )
: 4. Develop an SES accountability model that defines required EPA Zm:e.:m_ __===,=_ 10/98- Communicate v
SES EEO vnzc::gnn. , Resource Council process o Agency P

10/99 - Implement
awards/recognition

STATUS: The above actions replaced previous AEP action items that refer to Agency use of the _U._J> Program Assessment Manual.

nla ]
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REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

AGENCY WIDE

PROGRAM ELEMENT:

PROGRAM EVALUATION

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
Some program and regionat offices To ensure that each EPA organization cooperates in the
have not tollowed OCR instructions | development of the AEP Plan Update and Accomplishinent .
regarding the content of their Report, and implements action ilems as appropriate.
Affirmative Employment Program Y
(AEP) reports. In addition, many 1. Evaluate each organization according to AEP requirements. AAs, RAs, Gen. Counsel, 1G, Annually
EPA organizations have been late EEOQs, PMOs
in submitting their reports to the 2. Prepare cach organization’s annual ALP Update and AAs, RAs, Gen. Counsel, I1G, Annuall
OCR. ‘This has caused considerable | Accomplishment Report in accordance with OCR instructions. EEQOs, PMOs. wy Y
delay in the preparation of the . :
Agency-wide ALEP Plan Update and | 3. Evaluate the organizational AEP submissions for sulficiency. | cp (cvaluale)
Accomplishment Report. Report assessment to masagement and work (o correct. . Senior managers (correct) Upon
e submission Y

SR
STATUS: The Oftice of Civil Rights provides detailed guidance to all EPA organizations on the ptoper preparatioh of their individual Aftirmative Employment Program Plans. n addition, cach
ol OCR’s National EEO Managers are assigned several EPA organizations (both regional and headquarters program offices) for ligison and assessment purposes. They provide advice and

guidance on all matters related 1o AEP and SEP initiatives, and review AEPR Plans. When discrepancics are lound or plans are determined to be deficient, the OCR liaison works with management

1o reconcile any differences. ‘This problem has been eliminated and will be dropped Ironi future AEP submissions.

y
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

AGENCY WIDE

PROGRAM ELEMENT:

ORGANIZATION AND RESOURCES

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
The funding for research prants is To design a program that enhances research capabilitics st MAls
insufticient to strengthen the to address environmental specific issues; encourage
Minority Academic Institution infrastructure development and seek qualified scientists to serve
(MAL) infrastructure and rescarch as principal investigators; and to institutionalize the
capabititics, develop curricula in responsibility for administering the Agency’s MALI program,
science and enginccring, or provide
for adequate student and faculty L. Utilize the Faculty Fellows Program o increase the number ORD, OARM December, 99 N
participation. of minority faculty members from MALs. :
2. Include MAI researchers on peer review' panély that examine/ '|' R (Iead) Annually P
assess research grant applications.»  ~ ! . AAs. RAs'
T Ces ) Ce » ]
3. Establish procedures to transfer surplus and ckcess research | ORD (lcad) OARM December, 99 P
equipment to MAIs separately from the eesearch grant Rsclf, AAs, RAs ,
4. Develop and publish a directory of MAI activities. OCR (lcad) October, 99 N
, - ) S [ e o .
5. Allocate sufficient funding and human resourees to; - - . Adninistéator October, 99 N

elfectively administer the Agency’s MAI program. .

STATUS: The Office of Civil Rights (OCR) now has lead res
Development (ORD) has been working with OCR to identify

ponsibility for coordinating all Agency activities with Minori
MATI researchers and include them on peer review pancls,

ty Academic Institwtions (MAls). The Office of Research &
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISIIMENTS
"AGENCY WIDE

PROGRAM ELEMENT:

ORGANIZATION AND RESOURCES

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISIIMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Purtial/No
Some program oflicials who make ‘To increase the commitment and accountability of program/hiring
personnel decisions regarding officiats throughout the Agency for improving the representation
hiring, promotions, training, and of minoritics and women.
recognition do nol assume .
responsibility for achieving positive | 1. Issue affirmative employment policy, specific goals, and AEP M».>m.a_\.~>m. ._A_,.. Annually/Aprit Y
results in affirmative employment. objectives for the Agency, Office, Division, and Branch tevels. jen. Lounse
2. Institute policy and mechanisms for ensuring that hiring OCR, OARM/OLIROS S ber. 19 Y
officials actively recruit and consider minorities and wowien eptember, 1929 :
before making selections. : ' ;
3. Include managers’ progress in meeting specific AEP goals and | OHROS/ERB/OCR . Y
sacti . i ; rmance apainst their critie: Annually/October
objectives when evaluating their performance against their critical
performance elements. , )
4. Develop policy recommendation on required AEP/EEO/civil * | ocr N

rights training for alt managers and supervisors; design, develop, |
and provide the training. v

December, 1999

i

STATUS: The Office of Civil Rights (OCR) provides detailed instructions and guidance to each EPA organization (Program and Regional Offices) for the preparation of their annual A fTirmative
Employment Program (AEP) Plan Update and Accomplishment Reports, which include AEP goals and objectives. Management officials are provided copies of the Agency’s AEP submission to
the Equal Employment Opportunity “ommission (E1EOC) (o make them aware ol arcas where targeted recruitment is necded. Additionally, the Agency’s National Human Resources Council has
devetoped an "Accountability Model” Tor senior gxecutive service (813S) performance that ties performance in AEP and diversity goals accomplishiment (o bonuses and awards. ¥ urther, some
LPPA organizations have shown considerable success with aggressive targeted recruitment ._2.<_:$ using special hiring authorities as well as the Student Carecr Experience vBmB.: Minorities
represented 37% of new hires during FY 1998,
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AFFIRMATIVE EMPLOYMENT 1:00—?».3 PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

AGENCY WIDE
PROGRAM ELEMENT: RECRUITMENT AND HIRING
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No

The representation of minorities and | To increase the representation of minoritics and women in
women in upper grade levels and in | upper grade levels and in supervisory and managerial

supervisory posilions is not positions to a fevel that is commensurate with their

comparable to their representation representation in the Agency’s work lorce.

rate in the overall EPA work force. Co S
1. Conduct projects to recruit women and minorily groups AAs, Gen. Counsel, 1G Ongoing P
that remain under represented. . RAs cee S _
2. Ensure that equal opportunity principles are used to hire, . AAs, Gen. Counsel, I1G, . Ongoing i P
train, and promote EEO group members to increase their RAs o '
representation in upper grade levels and in supervisory ' _
positions. i :

STATUS: In a renewed elfort to intrease recruitment efforts by the EPA, a National Recruitment Office was established in the Office of Human Resources and Organization Services (O1ROS).
During I'Y 1998, it participated in 16 job fairs that yiclded 14 new hires, 10 of which were minorities. e EPA Learning Institute has re-cvaluated Agency training efforts and designed a more
comprehensive “Workforce Development Strategy™ that focuses on the Tollowing (a) alignment of Execative Development with overall management devefopment ¢ (b) Mid-level Development that
provides a more comprehensive model for non-managerial development; (¢) Suppert Staft Development that highlights the need for mission-related training und builds administrative,
programmatic, and oftice technology skills within the clerical work force; and (d) Work Force Assessment to detenmine future needs, . :

B
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISIIMENTS

AGENCY WIDE

PROGRAM ELEMENT:

RECRUITMENT AND HIRING

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFIC1AL(S) DATES Yes/Partial/No
Current recruitment elforts are not To select minorities and women al a progressive rale,
yielding sufficient gains in hiring of | particularly in those occupational categories and grade levels
minorities and women. where they remain under represented. .
I. Utilize recruitment strategics that have demonstrated AAs, RAs, OCRY As Needed p
results, e.g., appoint recruiting tcams that include senior
managers with fulf authority and responsibility for eatry-level
hiring. . , .
2. Provide training to recruitment tcain members regarding OIIROS (lead); AAs, RAs As Needed N
recruitment responsibilities, interviewing techniques, (support), LLQOs, (lech. asst.)
reporting requirements. OCR, Natl EEO/SEP Mgrs (adv)
3. Develop integrated recruitment strategies Yhat are targeted | OHROS (coordination); AAs, Ongoing [
to meet AEP hiring goals and coordinated with headquarters, | RAs, (action); EEOOs; OCR, SEP
and regional oflices. Megrs (adv)

STATUS: In light of the Federal hiring rules that require the filling of jobs through the Office of Personnel r?__sma_:c:_. the EPA National Recruitment Office, established in the Of¥ice of Human
Resources and Organization Services (OLIROS), participated in 16 job lairs and worked closely with program oftices and OCR 10 fill vacant positions. The OCR _.c:.m distribute announcements
to minority and women's prolessional organizations, and provides copics to members of constituent groups.| EPA's only avenue for targeted recruitment is to use special hiring authotities such as
the Outstanding Scholar hiring authority. Some EPA organizations have showan considerable suceess with aggressive targeted recruitment using special hiring authoritics as well as the Student
Carcer Expericnee program. Minorities represented 37% of new hires in FY 1998, . . !
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AFFIRMATIVE EMPLOYMENT —._~OD->.?— PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

AGENCY WIDE
PROGRAM ELEMENT: RECRUITMENT AND HIRING
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
Many women and minoritics Ta increase the rate al which minoritics and women are selected
pereeive that unnecessary education | to managerial and mid-level positions.
restrictions tend to limit
development of the applicant pool, I. Review proposed announcements of vacant supervisory OHROS/OCR Ongoing P
screening out qualiticd minorities positions to determine where multiple series listings, including
and women for managerial and pre- | the Environmental Protection Specialist (EPS) series, could be . . o g
managerial positions. There isalso | used to obtain qualified candidates rather than limiting v e “ e, .
the perception that the barriers to applicants to one or two professional job serics. C . y o . L
climinating this practice or . o 1 . - , ey - .
lessening the effects are due to long | 2. Review staffing requirements for Agency organizations OlIROS ] Ongoing N
held views on what constitutes where substantial hiring is planned to determine whether ! e ’
“necessary” credentials for certain structuring professional jobs at the mid-level would permit the . R o
federal positions. creation of EEPS and other administrative or technical positions.
3. Develop clear and consistent selection data to provide a basis e, -
for monitoring . O_=~OW Coe Ongoing N
4. Monitor selection patterns to asscss whether expanding oot ‘ o
qualification requirements results in a higher rate of selection for | O1ROS/OCR Ongoing P
minoritics and women,

STATUS: Some EPA organizations have restructured mid-level professional positions to allow for the establishment of entry-level skitls. OCR monitors selection patterns (o determine where
additional emphasis is needed. The OCR and OHROS periodically review assessment dita on the number of women and minorities hired for managerial positions and publish Agency wide
reports. ‘Phe Nationad EEO/SEP managers and councils are working with scnior management to increase the number ol minority and women managers by removing inappropriate employment
barriers. - .
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

AGENCY WIDE

PROGRAM ELEMENT:

RECRUITMENT AND HIRIN

PROBLEM/BARRIER
STATEMENT

OBJECTIVE/
ACTION ITEMS

RESPONSIBLE
OFFICIAL(S)

TARGET
DATES

ACCOMPLISHMENTS
JYes/Partial/No

EEPA has been unable to attract
sufticient numbers of minority
students for science and engineering
positions.

To establish partnerships with Minority Academic Institutions
(MALs) particularly Historically Black Colleges and
Universities (11BCUs), Tribal Colleges and Universities, and
Hispanic Serving Institutions (HSIs), as well as with student
chapters of minority professional organizations, to enhance
their knowledge of EPA programs, rescarch tunding, and
employment opportunities.

1. Monitor EPA’s existing relationships with academic
institutions, particutarly MAls, by regularly revicwing and
analyzing information about the Agency's research grant,
fellowship, and scholarship activity.

2. ldentify existing research , scholarship, fellowships,
contract, and other opportunities for students and academic
institutions available in EPA and ensure this information is
provided to MALs in a limely fashion.

B

OCR, OARM
oCR
i

i

Annually

>=====w

STATUS: The Oflice of Civil Rights is working with the Oftice ol Administration and Resources Management to ensuie that it receives annual information about grant and fellowship activity impacting academic insti

ons.
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS

AGENCY WIDE
PROGRAM ELEMENT: RECRUITMENT AND HIRIN '
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISUHMENTS
STATEMENT ACTIONITEMS OFFICIAL(S) DATES Yes/Partial/No
LPA has been unable to attract To develop relationships with students who are recipients of
sufficient numbers of minority the EPA-funded Tribal Lands Environmental Science g

students for scicnce and engineering Scholarship Program managed by the American Indian
positions, : Science and Eagineering Socicty (AISES) and increase their
knowledge ol EPA programs, rescarch lunding, and
employment opportunitics. The EPA created this scholarship
program Lo increase the number of American Indians who arc )
) . educated in the environmental sciences and avaifable for work |

at EPA and on Indian Reservations 1o improve the : '
environmental protection of tribal lands. '

RE Develop a strategy to better utilize the list of scholarship AIEO, OCR, EPA American Annuall
recipients for use by EPA organizations in their recruitment ; :::.E_. >a1w.=m Council (AIAC) y ’ P
.| activitics. m y i
2. Assess the impact of the scholarship program for EPA and dcr Annuall
Indian Reservations. y N

.
0

STATUS: During FY 1998, EPA provided about $450,000 10 the Tribal Lands Enviconmental Scholarship Program, benefiting 98 students, most of them American Indians. An initial listing of all scholarship recipients
lor 1991-1998 was compiled through it juint cflort between the Agency's American Indian Advisury Council, th¢ American lndian Environmental Oftice, and AISES. 1tis being disseminated among L:PA organizations
for use as a recruitment tool. . f
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENTS
AGENCY WIDE

PROGRAM ELEMENT: RECRUITMENT AND HIRING
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
EPA does not enjoy a mutually To expand EPAs relationships with MAls and establish more clfective
beneficial relationship with partnerships with them for the benefit of the institwtions, the students,
Minority Academic Institutions and EPA.
(MAIs). EPA programs are not A )
well known among MAIs , nor 1. Provide support for undergraduate and graduate students and AAs. RAs Ongoing Y
has the Agency worked with them | outreach programs in science and engincering ficlds. ’
to make environmental science- RETE P S
related courses core components 2 Assess the success of existing traineeship, fetlowship, and research , . p
of liberal arts and .r.n___:,”._ programs established to help ZM_W train c:_“tc::_n:_u._.?c_.cmu.mc::_m.. mu_w._u.. OCR : December, 99
programs. - .. ) .
3. Bring together students and faculty members from specific ORD Oneoin N
disciplines to examine environmental issucs and problens, help expand going
MAU research and teaching capabilities, and ntiract pre-doctoral '
students or post-doctoral fellows. | _
. . P
4. Toster a pro-active and positivg relationship between EPA Nm_”.ww_“_w AAs, RAs, sentor Ongoing
organizations and individual MAls. . N

STATUS: EPA’s activitics with MAIls have been largely limited Lo _N.,...oi Historigally Black Colleges and Universities (HIBCUs). For the past several years, EPA had done some informal
recruitment with the University of Puerto Rico, a lispanic-Serving .__E:._\:::: (HS1). As a consequence of the Memorandum of Understanding (MOU)between the Agency and the Hispanic
Association of Colleges and Universities (HACU), plans were underway during FY 1998 10 sign a formal MOU between the Oftice of Policy (OP) and another 1S, the University of New Mexico
(UNM). The proposed MOU includes recruitment activities, as well as joint rescarch, faculty exchanges, and other activitics beneficial to both EPA and UNM. At the close of the fiscal year,
other EPA organizations wére completing the preliminary work 10 sign similar MOUSs with other HS1s during 'Y 1999,

. i ) ’
The Office of Research & Development (ORD) strengthened its outreach for several of its research opportunities 1o increase participation by MAls and minority students. For instance, the 50
participants in ORD’s new Post-Doctoral Program included over 50% women and over 20% minoritics. ORD afso established the Culturally Diverse Academic Institutions Traineeship Program
and the Culturally Diverse Undergriduate Feltowships Program, both designed to increase participation by MALs and minorily students in eavironmental science and engineering programs al both
the graduate and undergraduate levels. v ’
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
TION ITEMS AND THEIR ACCOMPLISHMENTS

‘ REPORT ON OBJECTIVES/AC

address all aspects of equal
employment opportunity law and
diversity.

I

IR

i

‘ AGENCY WIDE
PROGRAM ELEMENT: EMPLOYEE DEVELOPMENT
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
Some managers seem to perceive ‘Fo train managers and cmployees so o v ... A P !
that minorities and women are not that they will understand the . i
qualified for managerial positions, requirements of cqual opportunity
and some employces are unable to law and value the diversity within
relate well to persons of a different the work force. . )
race, ethnicity, or gender. Lack of o ! . "
awareness of the Agency’s AEP 1. Monitor equal opportunity OCR " ‘Ongoing Y
obligations and scarce resources complaints or problems to L _ . A
may be a barricr to assess the need determine EEO training needs. b _ o
“for and develop comprehensive . -0 T
training. 2. Develop training that will JOCR | Ongoing P

STATUS: The OCR's Complaint Re
areas where training may be needed, i.c
courses for managers and employees. This process

solution and External Compliance Stalt monitors distrimination complaints to det
., EEO faw, diversity training, sexual harassment prevention, cte. Additionally,
is ongoing until all Agency managers and employces have received the training.

ermine most frequently cited bases and issues. This provides indications of

‘OCR, regions, and program offices have conducted diversity training

.
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHHMENTS

AGENCY WIDE
PROGRAM ELEMENT: EMPLOYEE DEVELOPMENT
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
Many women and minorities in scientific To offer satisfying and rewarding careers (hat
professions perceive that they arc unable to | provide professional growth and recognition for
progress beyond entry and mid-levels professional excetlence for its scientific work force
because too much emphasis is placed on outside the context of the Senior Executive Service
the amount of experience one has and nol and management.
enough emphasis on excellence in one’s Administrator, AAs, RAs Ongoing P
profession. As a result, these individuals 1. Ensure that there are no barriers to equal access | Managers/supervisors
are viewed as undesirable candidates for to opportunitics for minorities and women to serve .
movement into decision-making positions in managerial rotational assignments, details, and ' )
and, in a sense, penalized for not choosing | shadow assignments across EIPA organizations. .
to enter management. Many women and Administrator, OHROS, January, 2000 P

minoritics perceive that the present culture
is not one that encourages and supports
women’s and minoritics’ etforts to ain
the credentials and experience necessary o
be competitive for senior level posilions.

2. Expand management development programs and
increase participation by women and minorities.

ARRAs

P

STATUS: The EPA Institute for tndividual and Organizational Excellence, under the Office of Administration and Resources Management, has developed a Leadership Development proposal
that will align the Agency’s Exceutive Development Progrant with overall management development, refacus the mid-level development effort to a more comprehensive model for non-managerial
development, and build toward overall SES competencies. The desired end point for the program is a fundamental shifl o a “talent mindset” and cultural support for. more progressive
management styles, along with responsibility for shared leadership. '
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN
REPORT ON OBJECTIVES/ACTION ITEMS AND THHEIR ACCOMPLISHMENTS

AGENCY WIDE
PROGRAM ELEMENT: EMPLOYEE DEVELOPMENT
PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENTS
STATEMENT ACTION ITEMS OFFICIAL(S) DATES Yes/Partial/No
Many employeces, most of them To maintain alternative work arrangements that help put alt
women, bear the primary employees on equal footing as colleagucs and parents.
responsibility for child-raising and Ensure that EPAs management structure understands, and is
elder care. Some feel that they sensitive to, family issucs that are driven by the demographic
experience conflict between reality of the work force.
personal and professional : . .
responsibilitics because the 1. Develop and provide training for employees that addresses | OHROS, OCR i December, 1999 p
organizational cullure is not issues stich as career decisions, batancing professional and ' ..
compatible with, or sensitive 1o the personal needs, office politics, networking, and mentoring, )
needs of the modern family, ' ' p |
2. Publicize formal career counseling/assistance services that | OHROS Ongoing .
are accessible to all employees. : i
3. In diversity and management training, include a segment OIlIROS Annually/as needed P
that addresses family issues and the importance of being ! !
responsive to family needs. .

STATUS: The EPA participates in several pro

established very successful mentoring programs.

grams that are designed 10 accommodate the needs of the modern family, e.
leave policies, employee counseling and assistance programs, elc, Diversity training includes gender-related issues, and s

8., compressed work week schedules, part-time work schedules, family
cvernl of the EPA regional and headquarters program offices have

}
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AGENCY WIDE
AFFIRMATIVE EMPLOYMENT GOALS
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U.S ENVIRONMENTAL PROTECTION AGENCY
FY 1999 NUMERICAL OBJECTIVESBY PATCOB
OCCUPATIONAL CATEGORIES
AGENCY-WIDE

OCCUPATIONAL TOTAL WOMEN BLACK HISPANIC ASIAN PACIFIC AMERICAN
CATEGORIES ISLANDERS INDIANS
ACTUAL 8772 3069 758 381 540 46
PROFESSIONAL PLANNED 3097 759 390 554 48
GOALS 54 28 1 9 14 2
ACTUAL 7247 4153 1507 277 240 59
ADMINISTRATIVE | PLANNED - - 327
GOALS 379 - - 50
ACTUAL 952 743 445 49 31 9
TECHNICAL PLANNED
GOALS
ACTUAL 1056 1005 533 80 20 7
CLERICAL PLANNED
GOALS

U.S.ENVIRONMENTAL PROTECTION AGENCY
FY 1999 GOALSFOR MOST POPULOUS PROFESSIONAL SERIES

a7
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AGENCY-WIDE

PROFESSIONAL JOB SERIES WOMEN BLACKS HISPANICS ASIAN/ PACIFIC AMERICAN INDIAN/
ISLANDER ALASKAN NATIVE
110 ECONOMIST 7 - - - 1
401 BIOLOGIST 9 - 2 8 -
415 TOXICOLOGY 5 - 1 - 1
510 ACCOUNTANT - - 2 1 -
511 AUDITOR 7 - 2 2 -
819 ENVIRONMENTAL ENGINEER - - - 1 -
1301 PHYSICAL SCIENTIST - - 1 - -
1320 CHEMIST - 1 - 2 -
1350 GEOLOGIST - - 1 - -

48
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FY 1998 ACCOMPLISHMENT REPORT
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AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIESAND WOMEN

AGENCY WIDE
NOTEWORTHY ACTIVITIESINITIATIVES

LISTING OF NOTEWORTHY ACTIVITIESINITIATIVESWHICH HAVE BEEN SUCCESSFUL IN
IMPROVING EMPLOYMENT AND PROMOTION OPPORTUNITIESFOR WOMEN AND MINORITIES

MINORITY/DIVERSITY ACTION PLANS

Administrator Browner initiated a special effort during FY 1997 to focus on improving the
representation of minoritiesin EPA and address possible barriers to their career development and overall job
satisfaction. She directed her senior managers to meet with minorities in their organizations and identify their
main employment-related (specifically hiring, awards, training, promotions, recruiting, and assignments)
concerns and to devel op plans to address those concerns. This extensive effort resulted in individually-
tailored plans for each program and regional office, called Diversity Action Plans (DAPs). Implementation of
the individual plans began during FY 1997 and continued throughout FY 1998.

During FY 1998, Administrator Browner asked her senior managers to report on their individual
efforts to implement their respective DAPs.

While the DAPs arelocal in nature, the discussions surfaced several cross-cutting, high-priority
issues that impact all EPA employees. The Office of Civil Rights (OCR) and the Office of Human Resources
and Organizational Services (OHROS) coordinated several initiatives as part of anational approach and
implemented them by the second quarter of FY 1998. The results were:

1 Reinvigoration of the Agency=s National Human Resources Council (HRC), a permanent team of
senior-level career managers to monitor and measure the implementation of individual plans as well asthe
Agency-wideinitiatives. The HRC provides advice to the Administrator, Deputy Administrator, and the
Director of OHROS regarding effective policies, strategies, and programs for organizational development,
workforce planning, and career management.

2. Development of aclear, distinct mechanism for holding senior leadership accountable for the
recruitment, development, and maintenance of adiverse workforce. The HRC began to hold organizations
and senior (SES level) managers accountable for (1) critically ng the level of success achieved in
ensuring equal opportunity, fairness, and diversity; (2) identifying barriers within the organization which limit
full participation; and (3) implementing workable corrective actions.

3. Establishment of a mandatory management training program for all supervisors and managers on
human resources management, diversity, equal employment opportunity, and communication. During FY
1998, OCR continued implementing a program to regularly train EPA senior managers on their roles and
responsibilities reative to civil rights and equal employment opportunity. While the program is coordinated
by OCR, it isfinancially supported by various EPA organizations. In addition, OCR staff members began
facilitating a cultural diversity workshop, AA Winning Balance,§ at the request of individual organizations.
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4, Evaluation of the awards administration process within each organization. OCR reviewed the awards
nomination process to determine the existence of trends and provided its report to the Agency-s Awards
Board.

5. Creation of aNational Recruitment Program and a new EPA Intern Program. OHROS re-established
the Agency's National Recruitment Program during the second quarter of FY 1998 and coordinated Agency
participation in targeted recruitment activities with OCR's National SEP Managers. The recruitment office
coordinated the Agency-s participation in 16 job fairs sponsored by minority and womenrs organizations
throughout the Nation. These efforts resulted in 14 entry-level job offers (10 permanent hires, including 3
Hispanic men, 4 Hispanic women, 2 Asian women, and 1 black man) and 21 candidates for the EPA Intern
Program, 7 of which became semifinalists.

The new EPA Intern Program resulted in 30 job offers. Two candidates declined, including one
person with adisability and one black male. The 28 final hires included 15 women, 4 blacks, 2 Hispanics,
and 1 American Indian. The National SEPMsin OCR had an active role in publicizing these internship
opportunities among internal constituents, external organizations, and minority academic institutions.
Furthermore, one of the National SEPM s participated in the applicant review process.

6. Review and assessment of the Agency:s mid-level developmental programs to ensure all employees
have the opportunity to reach higher levels of professional responsibility. Implementation is scheduled to
begin during FY 1999.

CIVIL RIGHTSAND DIVERSITY TRAINING

One of the critical elements needed for a successful Equal Employment Opportunity (EEO) Program
isawell-informed and technically-competent management and staff. During FY 1998, the OCR sponsored
training for several audiences. senior managers and supervisors; collateral-duty special SEP managers; and
national SEP council members.

The OCR either directly provided or coordinated vendor offerings of ten 4-hour cultural diversity
workshops benefiting nearly 100 managers/supervisors and 150 non-supervisory staff members. The vendor
offerings were financially supported by various EPA organizations. The office also directly provided either
brief overviews or 4-hour workshops on the Prevention of Sexual Harassment for 5 EPA organizations,
benefiting about 100 staff and managers. Further, OCR staff designed a workshop on ACommunicating
Across Cultures. Minorities in the Workplace,§ which has been offered to several EPA
organizations.

The OCR provided a basic overview for collateral-duty SEP managers and national SEP council
members regarding their roles and responsibilities. This overview was part of the annual meeting of each
SEP group, which was held in conjunction with the annual meeting/training conference of non-government
organi zations whose objectives parallel those of each of the SEP programs. Thisincluded Blacksin
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Government (BIG), Federally Employed Women (FEW), Federal Asian Pacific American Council (FAPAC),
National Image, and the American Indian Science and Engineering Society (AISES). Over 80 collateral-duty
SEP managers and/or SEP council members benefited from this effort.

The OCR developed and disseminated a Diversity Training Vendors Catalog to help Agency
organizations identify trainers that can help meet the diversity training needs of their managers and staff. The
catalog lists over 80 vendors.

MINORITY ACADEMIC INSTITUTIONS

As aresult of its responsihilities under individual Executive Orders, EPA participated in avariety of
activities in support of Minority Academic Ingtitutions (MAIS), including Hispanic-Serving Institutions
(HSIs), Historically Black Colleges and Universities (HBCUS), and Tribal Colleges and Universities, as well
as MAIl-related organizations, such as the Hispanic Association of College and Universities (HACU), the
American Indian Science and Engineering Society (AISES), and the National Association for Equal
Opportunity (NAFEO).

EPA supported a variety of activities with the Hispanic Association of Colleges and Universities
(HACU) under its May 2, 1997, Memorandum of Understanding (MOU). For instance, EPA organizations
hired 10 interns under the HACU National Internship Program during the spring and summer of 1998. The
Agency also participated in the HACU Annual Meeting in September 1998, where it sponsored a recruitment
booth and offered two separate workshops for HSI officials and students regarding research and other
opportunities available in the Agency. In addition, EPA joined four other Federal agencies and HACU to
sponsor, plan, and carry out the Second International Conference on Natural Resources and Cultural Heritage,
which took placein November 1997. The Agency provided extensive financial resources (well over
$50,000), aswell as other in-kind resources and staff support to this activity.

For the past several years, EPA has funded the Tribal Lands Environmental Science Scholarship
program, which is managed via a cooperative agreement with the American Indian Science and Engineering
Society (AISES). The scholarship is provided to college juniors, seniors, and graduate students majoring in
environmental science disciplines. During FY 1998, the Agency contributed about $450,000 to the program,
benefiting 98 students, most of them American Indians.

The Agency spent extensive resources in recruitment/hiring, cooperative agreements, faculty
exchanges, and other activities with individual MAIs. For instance, several EPA organizations took
advantage of previously-established partnershipsto work closely with such HBCUs as Jackson State
University, Clark Atlanta University, Morgan State University, Howard University, Virginia State University,
Tougaloo University, North Carolina Central University, Saint Augustine University, Bishop State
University, and Dillard University. EPA Region VI worked to strengthen a previoudy-signed MOU with
Langston University. A tota of $8.9 million was spent in these effortswith HBCUs. At least two
organizations have been working closely with Haskell Indian Nations University, atribal college, and severa
organizations have either continued or established new relationships with HSIs such as the University of
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Puerto Rico, Ponce School of Medicine, Saint Mary-s University, and Florida International University.
STRENGTHENING SPECIAL EMPHASISPROGRAMS

The number of collateral-duty Special Emphasis Program (SEP) Managers appointed from
Headquarters organizations continued to increase during FY 1998. Most of the Headquarters organizations
appointed one (sometimes two) SEP Managers to each one of the Agency's SEPs for atwo-year renewable
term.

Most of the appointed collateral-duty SEP Managers attended EPA-designed and/or contracted
annual training on their roles and responsibilities; several represented EPA at the annual conference of
national organizations; and many participated in setting up EPA exhibits and recruitment booths at job fairs
and other related events. OCR National EEO Managers hel ped train each other-s SEP managers regarding
their roles and responsihilities.

RECRUITMENT/HIRING AND MERIT PROMOTIONS

Several EPA organizations participated in recruitment and hiring activities. Through its new
Nationa Recruitment Office, the Agency participated in 16 job fairs and targeted recruitment events.
Participation in 6 of these events resulted in 14 permanent job offers and 21 candidates for the EPA Intern
Program. The 14 entry-level job offersresulted in 10 permanent hires, including 3 Hispanic men, 4 Hispanic
women, 2 Asian women, and 1 black man. The 21 candidates for the EPA Intern Program resulted in 7
semifinalists.

The Agency hired 657 students through the Student Temporary Employment Program (STEP). Of
them, 318, or 48.4%, were minorities: 197 were black, 41 Hispanic, 57 Asian/Pacific Americans, and 23
American Indians. Several organizations had considerable success with their hiring of student temporary
workers. One exampleis Region I X, which hired 27 students, 50% of whom were minorities. The Agency
also hired 28 staff through the Student Career Experience Program; of these 11, or 39.3%, were minorities.
In addition, several minority interns were hired through existing partnerships between specific EPA
organizations and internships programs. These include OAR:s long-standing relationship with the
Washington Center Internship Program, OECA/Office of Environmental Justicess partnership with the
Environmental Career Organization (ECO), and OCR:=s management of the HACU National Internship
Program.

During FY 1998 the Agency hired 1,211 permanent employees. Of these, 639 (52.8%) were women
and 437 (36.1%) minorities. Several of these new employees were hired via special hiring authorities: 108
came viabilingual/bicultural certification, including 39 (36.1%) minorities, and 92 via the Outstanding
Scholar hiring authority, including 34 (34.7%) minorities.

Several individual EPA organizations made notable efforts to bring about a diverse group of
permanent hires. Some examplesfollow: Region | had 54 hires, including 14 (25.9%) minorities and 2
(3.7%) persons with disabilities; Region || had 74 hires, including, 31, (41.9%) minorities; Region |11 had 41
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hires, including 28 (68.3%) minorities, and 1 person with adisability; Region IV had 90 hires, including 58
(64.4%) minorities; Region VI had 58 hires, including 33 (6.9%) minorities; Region VIl had 49 hires,
including 21 (42.9%) minorities; and Region V111 had 129 hires, including 57 (44.2%) minorities.

A tota of 2,957 EPA employees received promations during FY 1998. Of these, 1,825 (61.7%)
went to women while 1,149 (38.9%) went to minorities.

DEVELOPMENTAL OPPORTUNITIES

Several EPA organizations provided developmental opportunities to minorities and women. A total
of 307 EPA employees participated in a variety of formal, government-wide career development programs for
staff at the GSY/GM-13 to 15 level. Theseincluded 154, or 50.2%, women and 77, or 25.1%, minorities.

Five EPA managers participated in the government-wide career development program for senior executives.
However, there were no women or minorities among them.

EPA has avariety of internal career devel opment programs available to staff at grades GS 5-8 and
GS9-12. Of the 16 participants from grades 5-8, 14 were black women, 1 a Hispanic woman, and 1 a black
man. All 4 of the GS 9-12 participants were black women.

Asaresult of the Diversity Action Plan efforts, several EPA organizations have either begun or
strengthened formal mentoring programs. For instance, Region |1 began aformal mentoring program
involving diverse groups of mentors and mentees. Region |11 had 100 employees participate in the Region:s
MentorLink program, over half of whom were women and minorities. Region V1 established a pilot program
during the third quarter of FY 1998 with about 33 pairs of mentors/mentees, including women and minorities.

COMMUNITY OUTREACH

EPA established linkages with other Federal agencies and national minority organizationsto
facilitate candidate referrals, aswell as to publicize information about EPA career opportunities and
managing a culturally diverse workforce. One example of this was OCR:s contribution of $10,000 to the
National Sustainable Energy and Environmental Conference, a Hispanic organization. In addition, a national
EEO Manager presented a workshop on communicating across cultures before dozens of minority college
students at two academic ingtitutions, three national minority organizations, seven Federal agencies, and at
least five EPA organizations.

Severa EPA program and regional offices supported community efforts, as well as activities
sponsored by national organizations.
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HEADQUARTERS

1 FY 1999 PLAN UPDATE
1 FY 1998 ACCOMPLISHMENT REPORT

Name of Organization: U.S. Environmental Protection Agency

Address of Organization: 401 M Street, SW
Washington, DC 20460

Organization Level: HEADQUARTERS

Number of Employees Covered By Plan: 9,298 TOTAL

4,189 PROFESSIONAL 4,118 ADMINISTRATIVE 445 TECHNICAL
534 CLERICAL 12 OTHER

Name of Contact Person/Person Preparing Form: Versha Kumar

TELEPHONE NUMBER: (202) 260-4578

Name/Title of Principal EEO Official:

ANN E. GOODE, DIRECTOR
OFFICE OF CIVIL RIGHTS

Signature of Principal EEO Official DATE

Certify that thisreport isin compliance with EEOC-MD-714.

Name/Title of Head of Organization:

CAROL M. BROWNER
ADMINISTRATOR

Signature of Head of Organization DATE

Certify that thisreport isin compliance with EEOC-MD-714.
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HEADQUARTERS
WORK FORCE PROFILE AND ANALYSIS

This report contains accomplishmentsin hiring, promoting, and developing the skills and abilities of
minorities and women during Fiscal Y ear 1998 in EPA Headquarters organizations.

The work force profilesin this section depict the distribution of Headquarters permanent full-time
and part-time employeesin the General Schedule (GS) and Senior Executive Service (SES) positions by race,
national origin, and gender. The data are organized to show the total Headquarters population (all
Professional, Administrative, Technical, Clerical, and Other--referred to as PATCO categories), as well asthe
populations that make up the Headquarters Professional and Administrative staff. This report concentrates
its attention on these two occupational categories because they represent the vast majority of EPA
Headquarters work force (89.3%). The data are also arranged by specific grade groups, as follows. GS 1-4,
GS5-8, GS9-12, GS/IGM-13, GS/GM-14, GS/GM-15, and SES. Data pertaining to Headquarters major
occupational categoriesfor Professional jobs are included and show the percent distribution of all groups for
FY 1998.

The Headqguarters work force computations and subsequent analysis are based on comparisons with
the National Civilian Labor Force (CLF) datafor each major Professional occupation and the Washington,
DC, Metropolitan Areafor the combined Administrative category extracted from the 1990 Census by the
EEOC. Thework force data shown are as of September 30, 1998, unless stated otherwise. The tables
present the actual numbers and the percentages in two decimal places. In the analysis the percentages are
rounded to one decimal place except when the percentage is less than one percent.

SUMMARY ANALYSIS

At the close of FY 1998, EPA Headquarters full-time and part-time population was 9,298. There
was a net increase of 2.5% (228) from the 9,070 persons employed at the close of FY 1997. Most of the
Headquarters work force (89.3%) was assigned to Professional and Administrative positions. The number of
minorities and women increased by 3.7% (191) going from 5,144 to 5,335. White employees occupied
73.0% (6,792) of the positions, a 0.7% decrease from September 30, 1997. White men occupied 42.6%
(3,963) of these positions on September 30, 1997, a 0.7% decrease from their rate a year earlier.

Minorities occupied 27.0% (2,506) of the Headquarters positions while women occupied 49.3%
(4,581). Thisisanet increase of 5.3% (126) for minorities and 3.4% (153) for women from ayear earlier.
The representation rate in the total work force for minorities and women increased dightlyBthe rate for
minoritiesincreased by 0.7% and for women by 0.4%.

Among minorities, blacks held 20.1% (1,866) of the Headquarters positions, Hispanics 2.7% (246),
Asians 3.8% (352), and American Indians 0.5% (42). Over the last year, blacks had a net increase of 3.5%
(63), Hispanics 9.8% (22), Asians 9.7% (31), and American Indians 31.3% (10). The representation rates
for minoritiesin the total work force only increased dlightlyBblacks and Hispanics each increased by 0.2%,
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Asians by 0.3%, and American Indians by 0.1%.

Minority women held 18.8% (1,752) of the Headquarters positions--black women held 15.8%
(1,465), Hispanic women 1.3% (119), Asian women 1.5% (143), and American Indian women 0.3% (25).
Their representation rates in the total work force only increased dlightlyBminority women by 0.5%, black
women and Hispanic women each by 0.2%, and Asian women and American Indian women each by 0.07%.

Minority men held 8.1% (754) of the Headquarters positions--black men held 4.3% (401), Hispanic
men 1.4% (127), Asian men 2.3% (209), and American Indian men 0.2% (17). Their representation ratesin
the total work force increased dightlyBminority men increased by 0.2%, black men by 0.02%, Asian men by
0.2%, and American Indian men by 0.03%. The rate for Hispanic men decreased by 0.01%.

White women occupied 30.4% (2,829) of the Headquarters positions. Their representation rate in
the total work force decreased by 0.05%.

PROFESSIONAL

Atthecloseof FY 1998, 45.1% or 4,189 members of the Headquarters work force were employed
in Professional occupations. This represents a 2.5% (104) net increase over the 4,085 persons employed at
theend of FY 1997. The representation of Professional employeesin the Headquarters work force increased
dlightly, going from 45.0% to 45.1% during the same period. The number of minorities and women increased
by 4.7% (81) going from 1,738 to 1,819. White employees occupied 82.0% (3,433) of the Professional
positions, a 0.4% decrease from September 30, 1997. White men occupied 56.6% (2,370) of these positions
on September 30, 1998, a 0.9% decrease from their rate ayear earlier.

Minorities occupied 18.0% (756) of the Professional positions while women occupied 34.0%
(1,424). Thisisanet increase of 5.0% (36) for minorities and 4.0% (55) for women from ayear earlier. The
representation rate in the total work force for minorities and women increased dlightly--the rate for minorities
increased by 0.4% and women by 0.5%.

Among the minorities, blacks held 9.2% (386) of the Professional positions, Hispanics 2.9% (120),
Asians 5.6% (235), and American Indians 0.4% (15). Over the last year, blacks had a net increase of 2.9%
(11), Hispanics 7.1% (8), Asians 6.8% (15), and American Indians 15.4% (2). The representation rates for
minoritiesin the total work force increased dightly--blacks increased by 0.04%, Hispanics by 0.1%, Asians
by 0.2%, and American Indians by 0.04%.

Minority women held 8.6% (361) of the Professional positions--black women held 5.2% (216),
Hispanic women 1.4% (59), Asian women 1.9% (80), and American Indian women 0.1% (6). Their
representation rates in the total work force increased dlightly--minority women increased by 0.03%, black
women by 0.02%, and Hispanic women by 0.1%. The ratesfor Asian women decreased by 0.1% and
American Indian women by 0.01%.
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Minority men held 9.4% (395) of the Professional positions. Black men held 4.1% (170) of these
positions, Hispanic men 1.5% (61), Asian men 3.7% (155), and American Indian men 0.2% (9). Their
representation rates in the total work force only increased slightly--minority men increased by 0.4%, black
men by 0.02%, Hispanic men by 0.01%, Asian men by 0.3%, and American Indian men by 0.04%.

White women occupied 25.4% (1,063) of the Professional positions. Their representation rate in the
total work force increased by 0.5%.

ADMINISTRATIVE

At the close of FY 1998, 44.3% or 4,118 persons of the Headquarters work force were employed in
Administrative occupations. This represents a4.5% (178) net increase over the 3,940 employees at the end
of FY 1997. The representation of Administrative employees in the Headquarters work force increased
dlightly, going from 43.4% to 44.3% during the same period. The number of minorities and women increased
by 6.6% (165), going from 2,500 to 2,665. White employees occupied 70.5% (2,904) of the Administrative
positions, a 1.6% decrease from September 30, 1997. White men occupied 35.3% of these positions on
September 30, 1998, a 1.3% decrease from their rate ayear earlier.

Minorities occupied 29.5% (1,214) of the Administrative positions while women occupied 57.2%
(2,357). Thisisanet increase of 10.3% (113) for minorities and 6.8% (151) for women from ayear earlier.
The representation rate in the total work force for minorities and women increased dightly--the rate for
minorities increased by 1.5% and women by 1.3%.

Among the minorities, blacks held 23.5% (969) of the Administrative positions, Hispanics 2.8%
(116), Asians 2.8% (110), and American Indians 0.5% (19). Over the last year, blacks had a net increase of
8.6% (77), Hispanics 13.7% (14), Asians 15.8% (15), and American Indians 58.3% (7). The representation
rates for minorities in the total work force increased slightly--blacks increased by 0.9%, Hispanics by 0.2%,
Asians by 0.3%, and American Indians by 0.2%.

Minority women held 22.0% (906) of the Administrative positions. Black women held 19.0% (783),
Hispanic women 1.3% (53), Asian women 1.4% (59), and American Indian women 0.3% (11). Their
representation rates in the total work force increased dlightly--minority women increased by 1.5%, black
women by 0.9%, Hispanic women by 0.3%, Asian women by 0.2%, and American Indian women by 0.1%.

Minority men held 7.5% (308) of the Administrative positions. Black men held 4.5% (186),
Hispanic men 1.5% (63), Asian men 1.2% (51), and American Indian men 0.2% (8). Their representation
ratesin the total work force increased slightly--minority men increased by 0.02%, Asian men by 0.05%, and
American Indian men by 0.01%. Therate for black men remained the same while that for Hispanic men
decreased by 0.04%.

White women occupied 35.2% (1.451) of the Administrative positions. Their representation ratein
the total work force decreased by 0.3%.
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TECHNICAL

At the close of FY 1998, 4.8% or 445 members of the Headquarters work force were employed in
Technical occupations. This represents a 2.2% (10) net decrease over the 455 employees at theend of FY
1997. The representation of Technical employees in the Headquarters work force decreased dightly, going
from 5.0% to 4.8% during the same period. The number of minorities and women decreased by 4.7% (16),
going from 343 to 327. White employees occupied 51.5% (229) of the Technical positions, a3.8% (9)
decrease from September 30, 1997. White men occupied 26.5% (118) of these positions on September 30,
1998, a 1.9% increase from their rate a year earlier.

Minorities occupied 48.5% (216) of the Technical positions while women occupied 66.5% (296).
Thisisanet decrease of 0.5% (1) for minorities and 3.9% (12) for women from ayear earlier. The
representation rate in the total work force for minorities increased by 0.8%. The rate for women decreased
by 1.2%.

Among the minorities, blacks held 45.4% (202) of the Technical positions, Hispanics 1.1% (5),
Asians 1.4% (6), and American Indians 0.7% (3). Over thelast year, blacks had a net decrease of 0.5% (1)
and Hispanics 16.7% (1), while there was a net increase for Asians of 20.0% (1). American Indians remained
the same. The representation rates for minorities in the total work force increased dightly--blacks increased
by 0.8%, Asians by 0.3%, and American Indians by 0.01%, while Hispanics decreased by 0.2%.

Minority women held 41.6% (185) of the Technical positions. Black women held 39.6% (176),
Hispanic women 0.5% (2), Asian women 0.9% (4), and American Indian women 0.7% (3).

Minority men held 6.9% (31) of the Technical positions. Black men held 5.8% (26), Hispanic men
0.7% (3), and Asian men 0.4% (2). There were no American Indian men in these positions.

White women occupied 24.9% (111) of the Technical positions.
CLERICAL

At the close of FY 1998, 5.7% or 534 persons of the Headquarters work force were employed in
Clerical occupations. Thisrepresentsa7.1% (41) net decrease over the 575 persons employed at the end of
FY 1997. The representation of Clerical employeesin the Headquarters work force decreased dightly, going
from 6.3% to 5.7% during the same period. The number of minorities and women decreased by 7.0% (39)
,going from 558 to 519. White employees occupied 41.0% (219) of the Clerical positions, a 0.4% decrease
from September 30, 1997. White men occupied 2.8% (15) of these positions on September 30, 1998, a 0.2%
decrease from their rate a year earlier.

Minorities occupied 59.0% (315) of the Clerical positions while women occupied 94.4% (504). This
isanet decrease of 6.5% (22) for minorities and 7.5% (41) for women from ayear earlier. The
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representation rate in the total work force for minorities increased dightly by 0.4% while women decreased
by 0.4%.

Among the minorities, blacks held 56.9% (304) of the Clerical positions, Hispanics 0.9% (5), Asians
0.2% (1), and American Indians 0.9% (5). Over the last year, blacks had a net decrease of 7.3% (24).
Hispanics and American Indians each had a net increase of 25.0% (1). Asiansremained the same. The
representation rates for minorities in the total work force only increased slightly--Hispanics increased by
0.2%, Asians by 0.01%, and American Indians by 0.2%. The black representation rate decreased by 0.1%.

Minority women held 56.2% (300) of the Clerical positions. Black women held 54.3% (290),
Hispanic women 0.9% (5), and American Indian women 0.9% (5). There were no Asian women in these
positions.

Minority men held 2.8% (15) of the Clerical positions. Black men held 2.6% (14) of these positions
and Asian men 0.2% (1). There were no Hispanic men nor American Indian men in these positions.

White women occupied 38.2% (204) of the Clerical positions.
OTHER
At the close of FY 1998, 0.1% or 12 members of the Headquarters work force were employed in
Other occupations. This represents a 20.0% (3) net decrease over the 15 employees at theend of FY 1997.

White men occupied 58.3% (7) of the positions while black men held 41.7% (5). There were no women in
these occupations.
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY
CHANGE | N WORKFORCE EEO PROFI LE BY PATCOB CATEGORI ES
HEADQUARTERS
From 09/30/1997 To: 09/ 30/ 1998

Tot al Wi te Bl ack Hi spanic Asi an Anerican Anerican | ndian
Pacific |Islander Al askan Native
Al l Wonen Men Wonen Men Wonen Men Wonen Men Wonen Men Wonen
PROFESSI ONAL 09/ 1997 # 4085 1369 2347 1018 165 210 59 53 138 82 7 6
% 33.51 57. 45 24.92 4,04 5.14 1. 44 1.30 3.38 2.01 0.17 0. 15
09/ 1998 # 4189 1424 2370 1063 170 216 61 59 155 80 9 6
% 33.99 56. 58 25. 38 4., 06 5.16 1. 46 1.41 3.70 1.91 0.21 0.14
CHANGE IN % 0. 48 -0.88 0. 46 0. 02 0. 02 0.01 0.11 0.32 -0.10 0. 04 0. 00
ADM NI STRATI VE 09/1997 # 3940 2206 1440 1399 178 714 62 40 47 48 7 5
% 55.99 36. 55 35.51 4,52 18.12 1.57 1.02 1.19 1.22 0.18 0.13
09/ 1998 # 4118 2357 1453 1451 186 783 63 53 51 59 8 11
% 57.24 35.28 35.24 4,52 19.01 1.53 1.29 1.24 1.43 0.19 0.27
CHANGE IN % 1.25 -1.26 -0.27 0. 00 0. 89 -0.04 0.27 0. 05 0.21 0. 02 0.14
TECHNI CAL 09/ 1997 # 455 308 112 126 29 174 4 2 2 3 0 3
% 67. 69 24.62 27.69 6. 37 38.24 0. 88 0. 44 0. 44 0. 66 0. 00 0. 66
09/ 1998 # 445 296 118 111 26 176 3 2 2 4 0 3
% 66. 52 26.52 24.94 5. 84 39. 55 0. 67 0. 45 0. 45 0. 90 0. 00 0.67
CHANGE IN % -1.18 1.90 -2.75 -0.53 1.31 -0.20 0.01 0.01 0.24 0. 00 0.01
CLERI CAL 09/ 1997 # 575 545 17 221 12 316 0 4 1 0 0 4
% 94.78 2.96 38.43 2.09 54. 96 0. 00 0.70 0.17 0. 00 0. 00 0.70
09/ 1998 # 534 504 15 204 14 290 0 5 1 0 0 5
% 94. 38 2.81 38. 20 2.62 54.31 0. 00 0. 94 0.19 0. 00 0. 00 0. 94
CHANGE | N % -0.40 -0.15 -0.23 0.53 -0.65 0. 00 0.24 0.01 0. 00 0. 00 0.24
BLUE- COLLAR 09/ 1997 # 15 0 10 0 5 0 0 0 0 0 0 0
% 0. 00 66. 67 0. 00 33.33 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
09/ 1998 # 12 0 7 0 5 0 0 0 0 0 0 0
% 0. 00 58. 33 0. 00 41. 67 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
CHANGE IN % 0. 00 -8.33 0. 00 8. 33 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
TOTAL 09/ 1997 # 9070 4428 3926 2764 389 1414 125 99 188 133 14 18
% 48. 82 43. 29 30. 47 4,29 15. 59 1.38 1.09 2.07 1. 47 0. 15 0. 20
09/ 1998 # 9298 4581 3963 2829 401 1465 127 119 209 143 17 25
% 49. 27 42.62 30. 43 4,31 15.76 1.37 1.28 2.25 1.54 0.18 0.27
CHANGE IN % 0. 45 -0. 66 -0.05 0. 02 0.17 -0.01 0.19 0.18 0. 07 0. 03 0. 07
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HEADQUARTERS
REPRESENTATION OF EEO GROUPSBY GRADE

Grade groupings GS 1-4, GS5-8, GS9-12, GYGM-13, GIYGM-14, GYGM-15, and SESwere evaluated to
determine the status of EEO groups throughout EPA headquarters.

GS 1-4. Of thetotal work force, 0.4 % or 36 employees werein this grade grouping. Hispanic men and
women, Asian men and women, and American Indian men and women were absent at these levels. White
men occupied 30.6% of these positions while minorities and women represented 69.4%. Of the total
positions, women occupied 61.1%, with white women at 13.9%.

Minority women held 47.2% of these positions--black women held all of them.
Minority men occupied 8.3% of this grade group--black men held all of them.

GS5-8: Of thetotal work force, 8.7% or 796 employees were in this grade grouping. American Indian men
were absent at these levels. White men occupied 7.7% of these positions while minorities and women
represented 92.3%. Of the total positions, women occupied 86.3%, with white women at 37.6%.

Minority women held 48.7% of these positions--black women held 45.0%, Hispanic women 1.9%, Asian
women 0.9%, and American Indian women 1.0%.

Minority men occupied 6.0% of this grade group--black men held 4.9%, Hispanic men 0.6%, and Asian men
0.5%.

GS9-12: Of thetotal work force 23.6% or 2,165 employees were in this grade grouping. White men
occupied 29.0% of these positions while minorities and women represented 71.0%. Of the total positions,
women occupied 61.9%, with white women at 32.7%.

Minority women held 29.1% of these positions--black women held 25.5%, Hispanic women 1.6%, Asian
women 1.7%, and American Indian women 0.4%.

Minority men occupied 9.1% of this grade group--black men held 5.7%, Hispanic men 1.3%, Asian men
2.1%, and American Indian men 0.1%.

GS/GM-13: Of the total work force 33.1% or 3,035 employees were in GS/GM-13 positions. White men
occupied 43.9% of these positions while minorities and women represented 56.1%. Of the total positions,
women occupied 46.3%, with white women at 30.1%.

Minority women held 16.2% of these positions--black women held 12.3%, Hispanic women 1.5%, Asian
women 2.2%, and American Indian women 0.2%.
Minority men occupied 9.8% of this grade group--Black men held 4.6%, Hispanic men 1.7%, Asian men
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3.2%, and American Indian men 0.4%.

GS/GM-14: Of the total work force 18.6% or 1,703 employees were in GS/GM-14 positions. White men
occupied 54.7% of these positions while minorities and women represented 45.3%. Of the total positions,
women occupied 38.2%, with white women at 29.4%.

Minority women held 8.8% of these positions--black women held 6.6%, Hispanic women 0.9%, Asian
women 1.1%, and American Indian women 0.1%.

Minority men occupied 7.0% of these positions--black men held 3.1%, Hispanic men 1.4%, Asian men 2.5%,
and American Indian men 0.06%.

GS/GM-15: Of thetotal work force 13.6% or 1,248 employeeswerein GS/GM-15 positions. American
Indian women are absent at these levels. White men occupied 63.4% of these positions while minorities and
women represented 36.6%. Of the total positions, women occupied 31.5%, with white women at 26.4%.

Minority women held 5.0% of these positions--black women held 3.5%, Hispanic women 0.6%, and Asian
women 0.9%.

Minority men occupied 5.1% of these positions--black men held 2.0%, Hispanic men 1.3%, Asian men 1.7%,
and American Indian men 0.2%.

SES. Of the total work force 2.0% or 184 employeeswere in SES positions. Hispanic women, Asian men,
and American Indian men were absent at thislevel. White men occupied 64.1% of these positions while
minorities and women represented 35.9%. Of thetotal positions, women occupied 29.4%, with white women
at 26.1%.

Minority women held 3.3% of these positions--black women held 1.6%, Asian women 1.1%, and American
Indian women 0.5%.

Minority men occupied 6.5% of these positions--black men held 5.4% and Hispanic men 1.1%.
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY ( HEADQUARTERS)
CHANGE | N WORKFORCE GS/ GM ES 09/ 30/ 1997 To: 09/30/1998

Tot al Wi te Bl ack Hi spanic Asi an Anerican Anerican | ndian
Pacific |Islander Al askan Native

Al l Wonen Men Wonen Men Wonen Men Wonen Men Wonen Men Wonen
GS 1-4 09/ 1997 # 39 21 12 4 5 17 0 0 1 0 0 0
% 53. 85 30.77 10. 26 12. 82 43.59 0. 00 0. 00 2.56 0. 00 0. 00 0. 00
09/ 1998 # 36 22 11 5 3 17 0 0 0 0 0 0

% 61.11 30. 56 13. 89 8. 33 47.22 0. 00 0. 00 0. 00 0. 00 0. 00 0. 00
CHANGE IN % 7.26 -0.21 3.63 -4.49 3.63 0. 00 0. 00 -2.56 0. 00 0. 00 0. 00
GS 5-8 09/ 1997 # 868 749 67 310 42 419 3 10 7 6 0 4
% 86. 29 7.72 35.71 4,84 48. 27 0. 35 1.15 0.81 0. 69 0. 00 0. 46
09/ 1998 # 796 687 61 299 39 358 5 15 4 7 0 8
% 86. 31 7.66 37.56 4,90 44,97 0. 63 1.88 0. 50 0. 88 0. 00 1.01
CHANGE IN % 0. 02 -0.06 1.85 0. 06 -3.30 0.28 0.73 -0.30 0.19 0. 00 0. 54
GS 9-12 09/ 1997 # 2112 1272 644 694 125 502 33 30 34 37 4 9
% 60. 23 30. 49 32. 86 5.92 23.77 1.56 1.42 1.61 1.75 0.19 0.43
09/ 1998 # 2165 1339 628 708 123 551 27 34 45 37 3 9
% 61. 85 29.01 32.70 5.68 25. 45 1.25 1.57 2.08 1.71 0.14 0.42
CHANGE I N % 1.62 -1.49 -0.16 -0.24 1.68 -0.32 0. 15 0. 47 -0.04 -0.05 -0.01
GS/ GM 13 09/ 1997 # 2893 1328 1293 884 126 338 53 41 86 62 7 3
% 45. 90 44. 69 30. 56 4, 36 11. 68 1.83 1.42 2.97 2.14 0.24 0.10
09/ 1998 # 3035 1405 1332 914 139 374 52 45 96 67 11 5
% 46. 29 43. 89 30. 12 4,58 12.32 1.71 1. 48 3.16 2.21 0. 36 0. 16
CHANGE IN % 0. 39 -0.81 -0.44 0.22 0. 64 -0.12 0. 07 0.19 0. 06 0.12 0. 06
GS/ GM 14 09/ 1997 # 1661 626 934 497 45 101 16 12 39 15 1 1
% 37.69 56. 23 29. 92 2.71 6. 08 0. 96 0.72 2.35 0. 90 0. 06 0. 06
09/ 1998 # 1703 651 932 501 52 113 24 16 43 19 1 2
% 38. 23 54.73 29. 42 3. 05 6. 64 1.41 0. 94 2.52 1.12 0. 06 0.12
CHANGE I N % 0. 54 -1.50 -0.50 0.34 0. 55 0. 45 0.22 0.18 0.21 0. 00 0. 06
GS/ GM 15 09/ 1997 # 1159 352 740 304 28 31 16 6 21 11 2 0
% 30. 37 63. 85 26. 23 2.42 2. 67 1.38 0.52 1.81 0. 95 0.17 0. 00
09/ 1998 # 1248 393 791 330 25 44 16 8 21 11 2 0
% 31.49 63. 38 26. 44 2.00 3.53 1.28 0. 64 1.68 0. 88 0. 16 0. 00
CHANGE IN % 1.12 -0.47 0.21 -0.41 0. 85 -0.10 0.12 -0.13 -0.07 -0.01 0. 00
SES + GS EQ 09/ 1997 # 190 51 128 45 9 3 2 0 0 2 0 1
% 26. 84 67.37 23. 68 4,74 1.58 1.05 0. 00 0. 00 1.05 0. 00 0.53
09/ 1998 # 184 54 118 48 10 3 2 0 0 2 0 1
% 29. 35 64. 13 26. 09 5.43 1.63 1.09 0. 00 0. 00 1.09 0. 00 0. 54
CHANGE I N % 2.51 -3.24 2. 40 0.70 0. 05 0. 03 0. 00 0. 00 0. 03 0. 00 0. 02
TOTAL 09/ 1997 # 8922 4399 3818 2738 380 1411 123 99 188 133 14 18
% 49. 31 42.79 30. 69 4,26 15. 81 1.38 1.11 2.11 1. 49 0. 16 0.20
09/ 1998 # 9167 4551 3873 2805 391 1460 126 118 209 143 17 25
% 49. 65 42. 25 30. 60 4,27 15. 93 1.37 1.29 2.28 1.56 0.19 0.27
CHANGE IN % 0.34 -0.54 -0.09 0.01 0.11 0. 00 0.18 0.17 0. 07 0. 03 0. 07
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COMPARATIVE ANALYSISOF CLF AND HEADQUARTERSWORK FORCE
IN MAJOR PROFESSIONAL SERIES

This analysis focuses on the major Professional occupational series. Almost half (45.1%) of the
EPA Headquarterswork forceis employed in this category, and 76.7% of these Professionals are employed in
10 major occupational series. These are: Economists, Biologists, Toxicologists, Accountants, Auditors,
Environmental Engineers, Chemical Engineers, Attorneys, Physical Scientists, and Chemists. The
analysis describes the under representation rate by job series for each of the protected groups (where
applicable) as of September 30, 1998 in comparison to the National Professional Civilian Labor Force (CLF)
for that specific occupation.

The most under represented group is Hispanic men. They are under represented in seven of the 10
professional occupations. White women and American Indian women are under represented in six of the 10
professional occupations. American Indian men are not represented in the CLF for one of the 10 professional
occupations while American Indian women are not represented in the CLF for two professiona occupations.

Economists: Of the total Professional work force, 2.8% or 116 persons worked as Economists. Six of the
nine protected groups are present in thisjob series, while Asian women, American Indian men, and American
Indian women are absent. Six groups are under represented--white women by 14.0%, black women by 0.6%,
Hispanic women by 0.3%, Asian women by 1.4%, American Indian men and women each by 0.1%.

Biologists. Of thetotal Professional work force, 12.3% or 513 persons worked as Biologists. All groups are
present in this job series, although five are under represented. White women are under represented by 3.0%,
Hispanic men by 1.2%, Hispanic women by 0.04%, Asian men by 2.2%, and Asian women by 2.4%.

Toxicologists: Of thetotal Professional work force, 2.7% or 113 persons worked as Toxicologists. Five of
the nine protected groups are present in this job series, while Hispanic men, Hispanic women, and American
Indian women are absent. American Indian men are not represented in the Professional CLF force for this
occupation. Six groups are under represented--white women by 7.9%, black men by 0.1%, Hispanic men by
2.1, Hispanic women by 1.6%, Asian women by 0.9%, and American Indian women by 0.2%.

Accountants. Of the total Professional work force, 2.5% or 104 persons worked as Accountants. Except for

Hispanic women, American Indian men, and American Indian women, all groups are present in this job series.
Six groups are under represented--white women by 17.7%, Hispanic men by .8%, Hispanic women by 2.4%,
Asian men by 1.3%, American Indian men by 0.1%, and American Indian women by 0.2%.

Auditors. Of the total Professional work force, 5.5% or 232 persons worked as Auditors. Except for
American Indian women, all groups are present in thisjob series. Six groups are under represented--white
women by 15.1%, Hispanic men by 0.9%, Hispanic women by 0.7%, Asian men by 1.0%, Asian women by
1.4%, and American Indian women by 0.2%.
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Environmental Engineers. Of the total Professional work force, 11.9% or 498 persons worked as
Environmental Engineers. Thisis the second most populous of the Professional occupations. Seven groups
are present in this job series, although two of them are under represented. Asian men are under represented
by 1.3% and American Indian men by 0.2%. American Indian women are not represented in the Professional
CLF for this occupation.

Chemical Engineers. Of the total Professional work force, 3.6% or 151 persons worked as Chemical
Engineers. Except for American Indian men, all groups are present in this job series. American Indian
women are not represented in the professional CLF for this occupation. In thisjob category, only American
Indian men (0.1%) are under represented.

Attorneys: Of thetotal Professional work force, 9.3% or 388 persons worked as Attorneys. All groups are
present in this job category. Hispanic men are under represented by 0.2% and American Indian women by
0.1%.

Physical Scientists. Of the total Professional work force, 15.5% or 650 persons worked as Physical Scientists.
Thisisthe most populousjob series. All groups are present in this occupation with three groups under
represented--white women by 0.8%, Hispanic men by 1.0%, and American Indian men by 0.05%.

Chemigts. Of the total Professional work force, 10.7% or 447 persons worked as Chemists. Except for
American Indian women, all groups are present in thisjob series. Five groups are under represented--black
men by 0.9%, black women by 0.1%, Hispanic men by 0.4%, Asian men by 1.9%, and American Indian
women by 0.1%.

COMPARATIVE ANALYSISOF CLF AND HEADQUARTERS
WORK FORCE IN THE ADMINISTRATIVE SERIES

This summary focuses on the Administrative occupations. The Agency Headquarters has 4,118
employees in the Administrative job category, comprising 44.3% of itstotal work force. All protected groups
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are represented in this job series, although two are under represented--Hispanic women (0.5%) and Asian
men (0.2%). White women, black men, black women, Hispanic women, Asian women, American Indian men,
and American Indian women are at parity with the Washington, DC Metropolitan Area Administrative CLF.
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY ( HEADQUARTERS)
COVPARI SON OF SPECI AL | NTEREST SERI ES W TH NATI ONAL CLF
PROFESSI ONAL
As of 09/30/1998

OCCUPATI ONAL Tot al Wi te Bl ack Hi spanic Asi an Anerican Anerican | ndian
CATEGORY Paci fic |slander Al askan Native

Al l Men Wonen Men Wonen Men Wonen Men Wonen Men Wonen

116 71 29 5 2 2 1 6 0 0 0
110- ECONOM ST 100 61.21 25.00 4,31 1.72 1.72 0. 86 5.17 0. 00 0. 00 0. 00
Cl VI LI AN LABOR FORCE 100 50.20 39.00 2.30 2.30 1. 60 1.20 1. 80 1. 40 0.10 0.10
CLF Data Basis: NATI ONAL

513 283 163 22 16 3 7 9 5 2 3
401 - BIOLOG ST 100 55.17 31.77 4,29 3.12 0. 58 1.36 1.75 0.97 0. 39 0. 58
Cl VI LI AN LABOR FORCE 100 50.40 34.80 1.80 2.10 1.80 1. 40 3.90 3.40 0. 30 0.10
CLF Data Basis: NATI ONAL

113 54 29 2 3 0 0 20 5 0 0
415 - TOXI COLOGY 100 47.79 25.66 1.77 2. 65 0. 00 0. 00 17.70 4,42 0. 00 0. 00
Cl VI LI AN LABOR FORCE 100 44,20 33.60 1.90 2.00 2.10 1. 60 9.10 5.30 0. 00 0. 20
CLF Data Basis: NATI ONAL

104 40 26 7 25 1 0 1 4 0 0
510 - ACCOUNTANT 100 38.46 25.00 6.73 24.04 0. 96 0. 00 0. 96 3. 85 0. 00 0. 00
Cl VI LI AN LABOR FORCE 100 40.70 42.50 2. 40 4, 30 1.80 2. 40 2.30 3.10 0.10 0.21
CLF Data Basis: NATI ONAL

232 104 64 22 28 2 4 3 4 1 0
511 - AUDI TOR 100 44,83 27.59 9.48 12.07 0. 86 1.72 1.29 1.72 0.43 0. 00
Cl VI LI AN LABOR FORCE 100 40.70 42.50 2. 40 4, 30 1.80 2. 40 2.30 3.10 0.10 0.21
CLF Data Basis: NATI ONAL

498 320 88 17 17 15 8 27 6 0 0
819 - ENV. ENG NEER 100 64.26 17.67 3.41 3.41 3.01 1.61 5.42 1.20 0. 00 0. 00
Cl VI LI AN LABOR FORCE 100 77.80 7.90 2.80 0. 60 2.60 0. 40 6.70 0. 80 0.20 0. 00
CLF Data Basis: NATI ONAL

151 71 34 6 5 6 5 18 6 0 0
893 - CHEM CAL ENG 100 47.02 22.52 3.97 3.31 3.97 3.31 11. 92 3.97 0. 00 0. 00
Cl VI LI AN LABOR FORCE 100 77.70 9. 00 2.70 0. 80 2.30 0. 50 6. 00 0. 90 0.10 0. 00
CLF Data Basis: NATI ONAL

388 200 135 10 13 6 10 5 8 1 0
905 - ATTORNEY 100 51.55 34.79 2.58 3.35 1.55 2.58 1.29 2.06 0. 26 0. 00
Cl VI LI AN LABOR FORCE 100 71.00 21. 60 1.90 1.50 1.70 0. 80 0. 90 0. 50 0.10 0.10
CLF Data Basis: NATI ONAL
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U. S. ENVI RONMENTAL PROTECTI ON AGENCY ( HEADQUARTERS)
COVPARI SON OF SPECI AL | NTEREST SERI ES W TH NATI ONAL CLF
PROFESSI ONAL
As of 09/30/1998

OCCUPATI ONAL Tot al Wi te Bl ack Hi spanic Asi an Anerican Anerican | ndian
CATEGORY Paci fic |slander Al askan Native
Al l Men Wonen Men Wonen Men Wonen Men Wonen Men Wonen
650 396 159 24 24 4 6 21 13 1 2
1301 - PHYS. SCI ENTI ST 100 60. 92 24. 46 3. 69 3. 69 0.62 0.92 3.23 2.00 0. 15 0.31
Cl VI LI AN LABOR FORCE 100 64. 40 25.30 2.30 2.30 1. 60 0. 40 2. 40 0. 80 0.20 0. 20
CLF Data Basis: NATI ONAL
447 265 105 14 9 7 7 20 19 1 0
1320 - CHEM ST 100 59. 28 23. 49 3.13 2.01 1.57 1.57 4,47 4,25 0.22 0. 00
Cl VI LI AN LABOR FORCE 100 60. 00 20.70 4,00 2.10 2.00 1.20 6. 40 3.40 0. 20 0.10
CLF Data Basis: NATI ONAL
76
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OCCUPATI ONAL
CATEGORY

Cl VI LI AN (WASHI NGTON DC)

WORK FORCE

HEADQUARTERS
028 - ENV. PROT. SPEC.

HEADQUARTERS
301 - GEN. ADM N

HEADQUARTERS
334 - COWPUTER SPEC

HEADQUARTERS
340 - PROGRAM MGR

HEADQUARTERS
343 - MGMI. ANALYST

HEADQUARTERS
1102 - CONTRACT SPEC

HEADQUARTERS
1811-CRI M NAL | NVSTG

Tot al

Al

100

1152

100

586
100

366
100

116
100

1173
100

215
100

258
100

Wi te
Men Wonen
33.80 35.10
465 480
40.36 41.67
160 206
27. 30 35.15
168 78
45. 90 21.31
76 31
65. 52 26.72
322 457
27. 45 38. 96
59 72
27. 44 33. 49
168 48
65.12 18. 60
77

U. S. ENVI RONMENTAL PROTECTI ON AGENCY ( HEADQUARTERS)
COVPARI SON OF POPULOUS ADM NI STRATI VE SERI ES W TH NATI ONAL CLF

As of 09/30/1998

Bl ack

Men

8.70

36
3.13

20
3.41

33
9. 02

39
3.32

18
8. 37

15
5.81

Wonen

15.50

104
9. 03

169
28. 84

48
13.11

3
2.59

294
25. 06

56
26. 05

2.33

Hi spanic Asi an Anerican
Paci fic |slander
Men Wonen Men Wonen
1.40 1.80 1.40 2.00
12 10 15 22
1.04 0. 87 1.30 1.91
11 10 4 3
1.88 1.71 0. 68 0.51
8 2 16 10
19 0.55 4, 37 2.73
1 0 0 1
86 0. 00 0. 00 0. 86
13 18 12 16
.11 1.53 1.02 1.36
3 5 0 0
40 2.33 0. 00 0. 00
11 4 2 2
26 1.55 0.78 0.78
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Aneri can | ndi an
Al askan Native

Men Wonen
0.01 0.02
3 5

0. 26 0.43

1 2
0.17 0. 34
2 1
0.55 0. 27
0 0

0. 00 0. 00
0 2

0. 00 0.17
1 1

0. 47 0. 47
2 0
0.78 0. 00
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REPORT ON OBJECTIVES/ACTION ITEMSAND THEIR
ACCOMPLISHMENT

HEADQUARTERS
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The following barrier statements/objectives and action items were originally identified in the EPA:=s
five year Affirmative Employment Program (AEP) Plan for Minorities and Women. The U.S. Equal
Employment Opportunity Commission (EEOC) requires that originally identified as well as subsequent
barrier statements/objectives and action items be included in any updates to the agency-s five year plan until
the barriers have been eiminated.

EEOC Form 566 (8/87) 80



AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIES AND WOMEN

REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHHMENT

HEADQUARTERS

PROGRAM ELEMENT:

ORGANIZATION AND RESOURCES

organizations as needed.

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENT
STATEMENT ACTION ITEMS OFFICIAL (S) DATE(S) Yes/Partial/No
There is insufficicnt support To have SEPs that effectively address the employment
(financial and other resources) for | issues of women and minorities; provide sound advice,
EPA’s Special Emphasis information, and feedback to both their management
Programs (SE:Ps). Because of officials and the national SEP* managers; and provide ,
inadequate training, some ol the strong leadership for their councils and constituent groups.
_collateral-duty SEP managers tack ‘
the knowledge, skilts, and abilitics | 1. Provide financial and human resources, training, and AAs, OCR Annually P
(KSASs) to function well in their guidance to collateral-duty SEP managers to enhance their
positions. Others have limited KSAs so that they can administer their respeclive
access to information and programs ctficiently and effectively.
guidance. ‘This impacts on their ’
ability to provide sound advice 2. Conduct meetings of the national SEP councils to OCH (lead) Annually Y
and assistance to management develop work plans as well as implementation strategies 1o | AAs (support)’
officials on the employment improve opportunitics for ivomen and minoritics. _
concerns ol women and
‘minorities. 3. Conduct technical assistance visits to EPA OCR Annuaily P :

STATUS: Most of the Headquarters organizations appointed collateral-duty SIP managérs and provided them with adequate linancial and other support. All national SEEP
councils held their anaual niectings and training conferences as planned: The mational SEP managers conlinue to use various means (clectronic/paper mail and monthly

meetings ﬁz_ conlerence calls) to provide information and guidance 1o collateral-duty SEP managers concerning pulicy and/or EPA and government-wide program aclivitics.
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REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISHMENT

HEADQUARTERS

PROGRAM ELEMENT:

ORGANIZATION AND RESOURCES

PROBLEM/BARRIER OBJECTIVE/. RESPONSIBLE TARGET ACCOMPLISHMENT
STATEMENT ACTION ITEMS OFFICIAL (S) DATE(S) Yes/Partial/No
Al Headquarters organizations | To comply with 29 CFR Part 1614.102 which requirés that ’
need to appoint collateral-duty federal agencies designate such Special Emphasis Program
SEI managers to assist senior Managers as may be necessary to maintain i continuing ' { '
managers in carrying out their alfirmative program that promotes equal opportunity and
special emphasis program identifies and eliminates discriminatory practices and ;
responsibilities. policics. i i
' C 1. Appoint employeés in each of the Headquarters Senior Managers Biennially P
program offices and laboratdrics to serve as colluteral-duty | (AAs, DAAs); OCR
SEP managers. - . 4 SIEPMs and Arca Dircctors
{(technical assistance)
T 2. Provide technical guidance and instruction to
R " collateral-duty SEP managers on civil rights and E1:0 law, | OCR Arca Dircclors Annually Y

and program goals and objectives

National LEQ/SEP
Managers

STATUS: Maost of the 11Q organizations have appgointed collateral-duty SEP m

anagers tor each of the six special cmphasis programs,

Agency SEP managers in civil rights and EEO law/program goals and vbjectives as well us in SEP roles and responsibilities,

Training is conducted annuatly for
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REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISIIMENT

HEADQUARTERS

PROGRAM ELEMENT:

EMPLOYEE DEVELOPMENT

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENT
STATEMENT ACTION ITEMS OFFICIAL (S) DATE(S) Yes/Partial/No
The misperception by some To create a work place where all employees value diversity
managers that minoritics and and there is true equal employment opportunity (EEO) for
women are not qualified for all 1o reach their potential.
supervisory positions and the ’
inability of some employees to 1. Monitor equal opportunily comjilaints or problems to OCR, OHROS Annually e
relate well 1o persons of a determine EEO training needs. o b
different race, ethnicity, or ’
gender. 2. Continue providing training in EEO law and cultural OHROS/OCR/AAS, Annually i P
diversity o help stafl, especially managers and i
supervisors, understand and support the Agency's legal ! h
|

responsibilitics and appropriately value diversity in the
work place.

!
STATUS: The OCR's Coimplaint Resolution and External Compliance Staft monitors discrimination complaints to determine most frequently cited bases and issues. This

provides indications of arcas where training may be needed, i.c., EEO law, diversily, sexual harassment prevention, cte. Additiona
conducted diversity training courses for managers and employees. ‘This process is ongoing until all managers dnd stall have receiv

ly, OCR and program offices have
ed the training.
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‘REPORT ON OBJECTIVES/ACTION I'TEMS AND THEIR ACCOMPLISHMENT

HEADQUARTERS

PROGRAM ELEMENT:

EMPLOYEE DEVELOPMENT

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENT
STATEMENT ACTION ITEMS OFFICIAL (S) DATE(S) Yes/Partial/No
Career development ‘o create a wide range of carcer development opportunities
opportunities lor sccretarial and | for seeretarial and clerical stafF and encourage their
administrative support staft are participation in carcer development programs.
limited in many of the HQ .
organizations. Furthermore, 1. Restructure jobs to provide entry-level developmental AAs, senior managers, | Annually P
managers do not take advantage | opportunities for minoritics and women in support OHROS (sipport) o I
of the growth potential of their positions. ' " . ,
support staff. ) AAs, scnior managets, | Annually P .
2. Provide support staff with rotational assignments to non- | OHIROS (support) ! ] _
support posilions, . “
OHROS Ongoing : Y

3. Include a segment c:.:Eivc: stafT development” in the
Agency’s Work Force Development Strategy. C }

1
1

£

STATUS: Séme managers provide growth potential for administrative support stafT through “mission related”
creating bridge positions, ete. To help management address
segment on Administrative Support and Technical Developinent in the Agency's'Work Force Development Strategy.
positions and is designed to provide training related to current skills,

training, restructuring positions Yor use in upward mobility, and
carcer enhancement for support sfafl, the EPA tustitute for Individual and Organizational Excellence has included a
The training module focuses on single-grade interval
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as well as to enhance career opportunities through college-level education for targeted pusitions.
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REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISIHIMENT
HEADQUARTERS

PROGRAM ELEMENT:

RECRUITMENT AND HIRING

PROBLEM/BARRIER OBJECTIVE/ . RESPONSIBLE TARGET ACCOMPLISHMENT
STATEMENT ACTION ITEMS OFFICIAL (S) DATE(S) Yes/Partial/No
Headquarters organizations To enlarge the applicant _.co_ of qualified candidates from
have been moderately under represented groups in Professional and Administrative
successful in recruiting calegorics, with particular focus on the employment of
applicants from groups that arc | blacks, 1lispanics, Asians, and American Indians.
under represented in, or absent . ' .
from most populous 1. Ensure that recruitment efforts yield diverse applicant OHROS, managers and Ongoing P
Professional and Administrative | pools from whicl selections are made to Professional and supervisors
series Administralive positions, OCR (udvice)
N Issuc reports outlining specific goals and program OCR Bi-annually Y
objectives for achicvémtnt through altirmative employment. A
“ " ”
3. Provide guidance to hiring oflicials on developing | OHIROS . | Ongoing p
' . , targeted recruitment Snc_.w..:v._:v. for minorities and women, OCR (iech. asst.) !
. o . 4. Meet with senior-level | leadquarters ofTicials to inform ' Dir,, OCR & EEO Mgr$ | Ongoing P )

them of arcas of under fepresentation and joinlly develop
. . .. A . . .
tecruitment and hiring strategics to improve work force
represéntation profiles.”’

Collateral-duty SEP
Mgrs.

Status: Astequired, EPA organizations generally establish goals and objectives for minorities and women in their annual Affirmative Employment Program (AEP) Plan
Update and Accomplishinent Reports, where needed. 'The OCR and its E1ZQ Managers work with Headquarters collateral-duty SEP Managers to help identify candidatés for
sclection into Professional and Administrative positions, and provide minority and women’s professional organizations with vacancy announcements. More institutionalized
attention must be given to identitying potential applicants so that they can be seferred 1o hiring oflicials for consideration. Some OCR EEO Managers regwlarly refer
candidates that may qualify for OQutstanding Scholar appointments.
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‘REPORT ON OBJECTIVES/ACTION ITEMS AND THEIR ACCOMPLISIIMENT
HEADQUARTERS

PROGRAM ELEMENT:

i

RECRUITMENT AND IHRING _

PROBLEM/BARRIER OBJECTIVE/ RESPONSIBLE TARGET ACCOMPLISHMENT
""" STATEMENT ACTION ITEMS OFFICIAL (S) DATE(S) Yes/Partial/No
Program officials who make 1o m:m.:“.mmn the commitment and »_nnc.___:_z_.:w of w
personnel decisions regarding 1 | programvhiring officials throughout the Agency for f
hiring, promotions, training, and | improving the representation of minorities and women. !
recognilion are not assuming )
respousibility for achieving 1. Issue affirmative policy, specific goals, and program | AAs, RAs, IG, Annually/April Y
positive results in affirmative objectives for the Agency, Office, Division, and Branch | Gen. Counsel
employment. ¢ | levels. ,

. }
2 [nstitute policy and mechanisms for ensuring that Mw\h».__m?_\o:_sw Sepiember, 1999 P
, | hiring ofticials actively recruit and consider minoritics .
and women before muking selections. .
- 3. _:n_:gn.imamwn-m. progress in meeting specilic AEP | OHROS/ERI/OCR Annually/October Y
. | goals and objectives when evatuating their performance . :
against their critical performance clements. .
‘ el : .
: .,
4. Develop policy recommendation on required OHROS/OCR December, 1999 N

AEP/EEO/civil rights training for all managers and
supervisors; design, develop, and provide the training.

STATUS: The OCR provides detailed instructions and guidance to cach EPA organization (program and regional 6ffices) for the preparation of their annual AfTirmative
goals ond objectives. Management officials are provided copics of the Agency's
ware ol ureas where targeted recruitment is needed. Additionatly, the Ageney's

Employment Program (AEP) Plan Update and Accomplishment Reports, which include AEP
AEP submission to the Equal Employment Opportunity Commission (LELEOC) 1o make them a
National Hluman Resources Council has developed an “Accountability Model”

lor senior exccutive service (SES) performance relative (o the AEP and diversity goals.
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AFFIRMATIVE EMPLOYMENT GOALS
HEADQUARTERS
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U.S. ENVIRONMENTAL PROTECTION AGENCY
FY 1999 NUMERICAL OBJECTIVESBY PATCOB
OCCUPATIONAL CATEGORIES

HEADQUARTERS
OCCUPATIONAL TOTAL WOMEN BLACK HISPANIC ASIAN PACIFIC AMERICAN
CATEGORIES ISLANDERS INDIANS
ACTUAL 4189 3433 386 120 235 15
PROFESSIONAL PLANNED 3457 389 128 249 17
GOALS 49 24 1 8 14 2
ACTUAL 4296 2904 969 116 110 19
ADMINISTRATIVE PLANNED 2974 1009 129 118 21
GOALS 178 70 40 13 8 2
ACTUAL 445 229 202 5 6 3
TECHNICAL PLANNED
GOALS
ACTUAL 534 219 304 5 1 5
CLERICAL PLANNED
GOAL
ACTUAL 12 0 5 0 0 0
BLUE-COLLAR PLANNED
GOALS

EEOC Form 566 (8/87)
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U.S.ENVIRONMENTAL PROTECTION AGENCY

FY 1999 GOALSFOR MOST POPULOUS PROFESSIONAL SERIES

HEADQUARTERS
PROFESSIONAL JOB SERIES WOMEN BLACK HISPANIC ASIAN/ AMERICAN INDIAN/
PACIFIC ISLANDER ALASKAN NATIVE
110 ECONOMIST 6 - - - 1
401 BIOLOGIST 7 - 2 8 -
415 TOXICOLOGY 4 - 2 - 1
510 ACCOUNTANT - - 1 1 -
511 AUDITOR 7 - 2 2 -
819 ENVIRONMENTAL - - - 1 -
ENGINEER
1301 PHYSICAL SCIENTIST - - 1 - -
1320 CHEMIST - 1 - 2 -
EEOC Form 566 (8/87) 90
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FY 1998 ACCOMPLISHMENT REPORT
HEADQUARTERS
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HEADQUARTERS
NOTEWORTHY ACTIVITIESINITIATIVES

LISTING OF NOTEWORTHY ACTIVITIESINITIATIVESWHICH HAVE BEEN SUCCESSFUL IN
IMPROVING EMPLOYMENT AND PROMOTION OPPORTUNITIESFOR WOMEN AND MINORITIES

CIVIL RIGHTSAND DIVERSITY TRAINING

During FY 1998, the Office of Civil Rights (OCR) provided guidance, tools, and coordination, or
directly sponsored training for Headquarters senior managers, supervisors, and staff, as well as collateral-
duty specia emphasis program (SEP) managers.

The OCR either directly provided or coordinated vendor offerings of 10 four-hour cultura diversity
workshops benefiting nearly 100 Headquarters managers/supervisors and 150 non-supervisory staff
members. The vendor offerings were financially supported by the Office of Research and Development
(ORD), Office of Water (OW), Office of General Counsel (OGC), Office of International Activities (OlA),
and Office of Prevention, Pesticides and Toxic Substances (OPPTS). The office also directly provided either
brief overviews or 4-hour workshops on the prevention of sexual harassment for three Headquarters
organi zations, benefiting approximately 60 staff and managers. Further, OCR staff designed aworkshop on
ACommunicating Across Cultures. Minorities in the Workplace,@ which has been offered to OPPTS. In
addition, the Office of Enforcement and Compliance Assurance (OECA) sponsored a one-day vendor-
provided workshop on the Roles and Responsibilities of Special Emphasis Program (SEP) Managers which
was open to all Headquarters SEP Managers; about 20 SEP Managers participated.

The OCR developed and disseminated a diversity training vendors catalog to help organizations
identify trainers that can help meet the diversity training needs of their managers and staff. The catalog lists
over 80 vendors.

The Headquarters collateral-duty SEP Managers also participated in the annual training provided by
OCR:s National SEP Managersin conjunction with the annual meetings/training conferences of non-
government organizations whose objectives paralld those of each of the respective SEP programs. This
included Blacks in Government (BIG), Federally Employed Women (FEW), Federal Asian Pacific American
Council (FAPAC), National Image, and the American Indian Science and Engineering Society (AISES).
Over 80 collateral-duty SEP managers and/or SEP council members benefited from this effort.

MINORITY ACADEMIC INSTITUTIONS

As aresult of the Agency-s responsibilities under individual Executive Orders, Headquarters
organizations participated in avariety of activitiesin support of Minority Academic Institutions (MALIS),
including Hispanic-Serving Ingtitutions (HSIs), Historically Black Colleges and Universities (HBCUs), and
Tribal Colleges and Universities, as well as such MAI-related organizations as the Hispanic Association of
Colleges and Universities (HACU), the American Indian Science and Engineering Society (AISES), and the
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National Association for Equal Opportunity (NAFEO).

Headquarters organizations hired 10 interns under the HACU National Internship Program during
the spring and summer of 1998. Several Headquarters organizations participated in the HACU annual
meeting in September 1998, where the Office of Recruitment sponsored a recruitment booth and the Office of
Research and Development provided two separate workshops for HSl officials and students regarding
research and other opportunities available in the Agency. In addition, Headquarters organizations joined
other Agency officesto help sponsor, plan, and carry out the HACU Second International Conference on
Natural Resources and Cultural Heritage. Further, the Agency provided HACU with $20,000 towards the
international conference, which took place in November of 1997.

The Office of Water-s American Indian Environmental Office (AEIO) coordinatesthe Tribal Lands
Environmental Science Scholarship Program, which is managed via a cooperative agreement with the
American Indian Science and Engineering Society (AISES). The scholarship is provided to collegejuniors,
seniors, and graduate students majoring in environmental science disciplines. During FY 1998, the Agency
contributed about $450,000 to the program, benefiting 98 students, most of them American Indians.

Headquarters organizations spent extensive resources in recruitment/hiring, cooperative agreements,
faculty exchanges, and other activitieswith individual MAls. For instance, several offices worked closely
with such HBCUs as Jackson State University, Clark Atlanta University, Morgan State University, Howard
University, Virginia State University, Tougal oo University, North Carolina Central University, Saint
Augustine University, Wilberforce University , Bishop State University, and Dillard University. At
Headquarters, activities with HBCUs cost around $3.4 million.

A senior official from the Office of Human Resources and Organizational Services (OHROS) has
established a working relationship with an HSI, Florida International University, for recruitment and hiring
purposes. Furthermore, the Office of General Counsel sent recruitersto an HSI, St. Mary=s University Law
Schooal, to recruit for its 1999 Summer Honors Program.

STRENGTHENING SPECIAL EMPHASISPROGRAMS

The number of collateral-duty Special Emphasis Program (SEP) Managers from Headquarters
organi zations continued to increase during FY 1998. By the close of FY 1998, most of the Headquarters
organi zations had appointed one (sometimes two) SEP Managers to each one of the Agency's SEPs for atwo-
year renewable term.

Several of the appointed collateral-duty SEP Managers participated in activities that strengthened
their ability to carry out their responsibility. For instance, most of them attended EPA-designed and/or
contractor-provided annual basic training on their roles and responsibilities, several participated in annual
conferences of related minority organizations, and many helped prepare exhibits and recruitment booths at
job fairs and other related events. The National EEO Managers helped one another train collateral-duty SEP
managers regarding their roles and responsibilities.
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Several Headquarters organi zations have provided significant roles for their appointed collateral -duty
SEP Managers. For instance, the Office of Inspector General (OIG) appointed ten collateral-duty SEP
Managers and involved them in addressing the issues raised in the Diversity Action Plan meetings,
developing recruitment plans, and reviewing and providing input to the officers Affirmative Employment
Program (AEP) Plan. Furthermore, the SEP Managers spearheaded Ol G=sjoint efforts with OHROS to
validate the workforce datain an effort called AProject Accuracy.(

RECRUITMENT/HIRING AND MERIT PROMOTIONS

Several EPA Headquarters organizations had considerable success hiring temporary workers--
through the Student Temporary Employment Program (318 participants Agency wide - 48.4% were
minorities), the Student Career Experience Program (11 participants - 39.3% were minorities), and
internships through existing partnerships between specific EPA organizations and internships programs.
Thisincludes OAR:s long-standing relationship with the Washington Center Internship Program, the Office
of Environmental Justicess partnership with the Environmental Career Organization (ECO), and the OCR-s
management of the HACU National Internship Program.

During FY 1998, Headquarters organizations hired 1,009 permanent employees. Four hundred and
ninety five, 49.1%, were women and 280 or 27.8% were minorities. Among new hires, minorities were
represented as follows: blacks, 17.6%; Hispanics, 4.1%; Asians, 5.2%; and American Indians, 0.9%. Some
of these new employees were hired via special hiring authorities, including the 108 who were hired through
the bilingual/bicultural certification process, of which 39, 36%, were minorities, and the 92 hired through the
Outstanding Scholar authority, which included 34, or 35%, who were minorities.

Several Headquarters organi zations--Office of Solid Waste and Emergency Response, Office of
Human Resources and Organizationa Services (OHROS), Office of Palicy, Office of Prevention, Pesticides,
and Toxic Substances, Office of Air and Radiation, and Office of the Chief Financial Officer successfully
partnered with the National Recruitment Office to recruit and hire a diverse group of permanent hires by
participating in 16 minority job fairs. Asaresult, the participating Headquarters organizations made at |east
14 job offers and hired 12 permanent employees.

OHROS established the new EPA Intern Program. Participation in the 16 minority job fairs yielded
21 candidates, 9 of whom became semi finalists. Overall, the EPA Intern Program resulted in 30 job offers.
Two candidates declined, including one person with a disability and one black male. The 28 final hires
included 15 women, 4 blacks, 2 Hispanics, and 1 American Indian.

A total of 1,462 employees received promotions in Headquarters organizations. Of these, 897, or
61.4%, were women, while 583, or 39.9%, were minorities, as follows: 31.8% black, 3.6% Hispanic, 3.9%
Asian, and 0.6% American Indian.

DEVELOPMENTAL OPPORTUNITIES
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EPA organizations provided a variety of developmental and promotion opportunities for their
employees. These opportunities included participation in government-wide developmental programs, EPA-
specific programs, details, and temporary promotions. A total of 307 employees participated in avariety of
formal, government-wide career devel opment programs.

Individual Headquarters organizations provided opportunities to staff members, including women
and minorities, to serve on details and/or rotational assignments to broaden their experience in different areas
of interest to them and the organization. For instance, the Office of Administration and Resources
Management committed to provide at least 40 hours of training and development for all employees; this
included providing OPM Management Development training to at least eight employess, six of whom were
minorities. The Office of Policy provided the following opportunities. two minority women served in
rotational opportunities with other EPA organizations; two women (one of them aminority) were temporarily
assigned to other Federal agencies; a minority Presidential Management Intern went on a rotation to a city
government; and three GS/GM 15 managers--including one white woman, one black woman, and one white
man--participated in the Federal Executive Institutess Development Program.

The Office of the Administrator (OA) continued its very successful program of detailing staff
employees to serve as Specia Assistants to the Administrator and the Deputy Administrator. During FY
1998, OA provided this opportunity to eight employees (three, or 37.5% were minorities, and five, or 62.5%,
were women).

Several Headquarters organizations either began or strengthened formal mentoring programs. For
instance, ORD developed a Mentoring Program Handbook and Manual, as well as formal training, to
encourage the establishment of formal mentoring relationships. OPPTS has a mentoring program in place,
and OSWER is getting ready to implement a volunteer mentoring program based, in part, on OPPTS:
program.
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GLOSSARY
Section |. Abbreviations
AA Assistant Administrator
AEP Affirmative Employment Program
AEPP Affirmative Employment Program Plan
EEO Equal Employment Opportunity
EEOC Equal Employment Opportunity Commission
EO Equal Opportunity
EPA Environmental Protection Agency
FEORP Federal Equal Opportunity Recruitment Program
FWP Federal Women's Program
FWPM Federal Women's Program Manager
HEP Hispanic Employment Program
HEPM Hispanic Employment Program Manager
OCR Office of Civil Rights
OPM Office of Personnel Management
PWD People with Disahilities
RA Regiona Administrator
RDCR Regional Director of Civil Rights
SAAC Secretarial/Administrative Advisory Council
SEP Special Emphasis Program
SEPM Special Emphasis Program Manager
WISE Women in Science and Engineering

Section |1. Termsand Definitions

Action Item
A step which has been identified towards achieving objectives documented in the Affirmative Employment
Program (AEP) Accomplishment Report of Objectives and Action Items.

Administrative Judge (AJ)
An official employed and assigned by the EEOC to hold hearings on formal complaints of discrimination.

Affirmative Employment

Action taken to eliminate historic under representation of women and minorities in the federal workforce. It
includes the total process by which agenciesidentify barriers to equal opportunity, take action to eliminate
them, and locate, identify, and assist in the employment of qualified applicants from under represented groups
in categories of employment where such under representation has been determined.
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Affirmative Employment Program (AEP) Plan

Federal agencies are required by law to implement affirmative employment programs plans to eliminate under
representation of women and minorities where it exists and to conduct affirmative recruitment for under
represented occupations and pay grades. The plan is amulti-year document developed by each federal agency
and submitted to the U.S. Equal Employment Opportunity Commission (EEOC). It includes comprehensive
workforce analyses by occupational categories, grade groupings, and key jobs that can lead to middle and
senior level positions; identification of barriers to the employment of women and minorities; and development
of action plansfor eliminating the barriers. Agencies aso develop and submit annual AEP program
accomplishment reports and annual AEP updates.

Affirmative Employment Program (AEP) Groups

White women, Black men, Black women, Hispanic men, Hispanic women, Asian/Pacific American men,
Asian/Pacific American women, American Indian men, and American Indian women. Men and women with
disahilities are also considered AEP groups, but they are covered under a separate AEP plan.

Age Discrimination
A claim of discrimination based on age by an individual who is at least 40 years of age at the time of the
alleged discriminatory act.

Allegation of Reprisal

A claim of restraint, interference, coercion, discrimination, or retaliation in connection with presenting or
processing a complaint or because of any opposition to an employment practice unlawful under Title 29 CFR
Part 1614.

American Indian/Alaskan Native
Defined by the EEOC as a person having origins in any of the original peoples of North Americaand who
maintains cultural identification through tribal affiliation or community recognition.

Asian/Pacific | slander

Defined by the EEOC as a person having originsin any of the original peoples of the Far East, Southeast
Asia, the Indian subcontinent, or the Pacific ISands. Thisareaincludes, for example, China, India, Korea, the
Philippine Iands, and Samoa.

Barrier
Personnel principle, policy, or practice which restricts or tends to limit the representative employment of
applicants and employees, especially minorities, women, and individual s with disabilities.

Black (not of Hispanic origin)
Defined by the EEOC as a person having originsin any of the black racial groups of Africa. Does not include
Hispanics.
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Civilian Labor Force (CLF)

People, age 16 or older, who are employed or seeking employment. These statistics include those in the
Armed Forces. Civilian labor data are published on a nation-wide basis, by geographic region, and by
locality (referred to as Standard Metropolitan Statistical Area, or SMSA).

Class Complaint

A written discrimination complaint filed on behalf of a class by the agent of the class. A classisdefined asa
group of employees, former employees, or applicants who have alleged that they have been or are being
intentionally or unintentionally adversely affected by an agency personnel policy or practice which
discriminates against the group on the basis of their common race, color, religion, sex, nationa origin, age, or
disability.

Complainant

A federa employee, aformer federal employee, or an applicant for federal employment who filesaformal
complaint of discrimination based on hisor her race, color, religion, sex, national origin, age, disability,
and/or reprisal.

Desk Review

A paper review of statistical information submitted by a recipient of EPA assistance during the application
process and implementation of the assistance award. Generally, statistical information aloneis not a
sufficient basis for afinding of discrimination, but may serve as a basis to make further inquiry of the
recipient:s practices in EPA assisted programs and activities. It isaway of determining if the recipient is
carrying out its civil rights responsibilities for monitoring adherence to special conditions relating to equal
opportunity made at the time of the assistance award, for reviewing compliance with voluntary compliance
agreements, for determining if the recipient needs technical assistance, for evaluating subsequent applications
from the recipient in light of past performance, and for targeting recipients for onsite reviews.

Disabled Person

An individual who has aphysical or mental impairment that substantially limits one or more major life
activities, has arecord of such impairment, or is regarded as having such an impairment. For purposes
herein, the term disabled does not include any individual who is an alcoholic or drug abuser and whose
current use of alcohol or drugs prevents such individual from performing the duties of the job in question, or
whose employment, by reason of such current alcohol or drug abuse, would constitute a direct threat to
property or to the safety of others. Disabilities targeted for emphasisin affirmative employment program
planning are: deafness; blindness; missing extremities; partial paralysis; complete paralysis, convulsive
disorders; mental retardation; mental illness; and distortion of limbs and/or spine.

Discrimination

Any act or failure to act, impermissibly based in whole or in part on a person:srace, color, national origin,
religion, gender, age, or disability, and/or reprisal, that adversely affects privileges, benefits, working
conditions, results in disparate treatment, or has a disparate impact on employees or applicants.

EEO Counselor
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An agency employee working under the direction of the Director of Civil Rights or other senior EEO officidl,
who makes informal inquires and seeks resolution of informal complaints.

EEO Groups

White men, white women, black men, black women, Hispanic men, Hispanic women, Asian/Pacific |dlander
men, Asian/Pacific |slander women, American Indian/Alaskan Native men, American Indian/Alaskan Native
women. Men and women with disabilities are also considered EEO groups, but they are covered under a
separate affirmative employment plan in accordance with Section 501 of the Rehabilitation Act of 1973, as
amended.

Employee
Either afull-time or part-time member of the Agency-s work force who is employed on a permanent basis.
Thisterm does not include those individuals hired under temporary or intermittent appointments.

EPA Components/Organizations

EPA components or organizations consist of program offices (AAships), regional offices, and major
laboratories. Major laboratories are provided guidance and direction in the development of Affirmative
Employment Program Plans by an Area Director of Civil Rights - one each located at Las Vegas, Cincinnati,
and Research Triangle Park.

Equal Employment Opportunity (EEO)
Theright of all personsto work and advance on the basis of merit, ability, and potential, free from social,
personal, or institutional barriers of prejudice and discrimination.

Equal Employment Opportunity Commission (EEOC)

The federal agency responsible for enforcing laws which prohibit discrimination based on race, color,
religion, sex, national origin, age (40 and over), disahility and reprisal. The EEOC holds hearings and makes
findings and recommendations. The EEOC Office of Federal Operations makes fina decisions on
discrimination complaints that have been appealed. It also reviews, upon request, decisions on negotiated
grievances and Merit Systems Protection Board (M SPB) appeals if they include issues of discrimination.

Equal Pay Act Complaint

The Equal Pay Act of 1963, 29 U.S.C. Section 206(d), amended the Fair Labor Standards Act, 29 U.S.C.
Section 201, et seq., to prohibit discrimination on account of sex in the payment of wages. Administration
and enforcement of the Act isthe responsibility of the EEOC. Federal Sector Equal Pay Act complaints are
administratively processed like Title VII complaints. However, complainantsin Equal Pay Act cases are
notified of the statute of limitations of two years, or three years for willful violation, and of theright to file
directly in Federa district court without first providing notice to the Commission or exhausting
administrative remedies.

EEOC Form 566 (8/87) 104



AFFIRMATIVE EMPLOYMENT PROGRAM PLAN FOR MINORITIESAND WOMEN

Final Agency Decision
A decision, with or without a hearing, of an agency on a complaint of employment discrimination.

Fiscal Year
The reporting period from October 1 of one calendar year to September 30 of the following calendar year.

Formal Complaint
A written complaint filed under 29 CFR Part 1614, alleging that a specific act of discrimination or reprisal
has taken place that is personal to the individual.

Hispanic

A denomination of national origin referring to persons of Puerto Rican, Mexican, Cuban, Central of South
American, or other Spanish culture or origin regardless of race. Does not include persons of Portuguese
culture or origin.

Informal Complaint
A matter of alleged discrimination which an aggrieved person brings to the attention of an EEO counsdlor
before aformal discrimination complaint isfiled.

Informal Resolution
An agreement arrived at during the pre-complaint or informal complaint process which resolves issues raised
to the satisfaction of the complainant or agent and the agency.

I nvestigation

An official review or inquiry, by persons authorized to conduct such inquiries or reviews, into matters raised
in an equal employment opportunity complaint. The investigation processis non-adversarial. Therefore, the
investigator is obligated to collect evidence regardless of the parties positions with respect to the items of
evidence.

Major Laboratories
Any organization serviced by the Area Officesin Las Vegas, Cincinnati, and Research Triangle Park.

Major Occupations
These are mission-related occupations or those positions with 100 or more employees.

Merit Systems Protection Board (M SPB)
The federa agency responsible for deciding appeal able personnd actions and mixed case complaints.

Minorities
All persons classified as black (not of Hispanic origin), Hispanic, Asian, Pacific Ilander, American Indian, or
Alaskan Native.

Mixed Case Complaint
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A complaint involving an action appeal able to the MSPB which alleges that the action was taken because of
discrimination. Actions appealable to the MSPB include but are not limited to removals, demotions,
suspensions for more than 14 days, reductions-in-force, and furloughs for less than 30 days.

National Origin
A prohibited basis for discrimination. An individual's place of origin or her/his ancestor's place of origin, or
the possession of physical, cultural, or linguistic characteristics of a national origin group.

Negotiated Grievance Procedure

A grievance procedure contained in a collective bargaining agreement negotiated between an agency and a
recognized labor organization. An allegation of discrimination may be processed under a negotiated
grievance procedure as provided for by Title 5 United States Code, Section 7121(b). Unless specifically
excluded by agreement between labor and management, an employee may file an allegation of discrimination
to be processed under a negotiated grievance procedure or Under 29 CFR Part 1614, but not both.

Occupational Categories

These are mgjor occupational categories for white-collar and wage board pay systems. They are classified
into the following six groups. Professional, Administrative, Technical, Clerical, Other, and Blue-Collar. The
categories are referred to by the acronym PACTOB.

Onsite Review

An in-depth review of arecipient:s EPA-assisted program and activities when the Agency has reason to
believe that the recipient is engaging inillegal discriminatory practices which are contrary to conditionsin the
award.

Program Office

Any operating component of Headquarters (Assistant and Associate Administrators, the General Counsel, the
Inspector General, the Chief Financial Officer, and Directors of Headquarters Staff Offices that report to the
Administrator).

Race/National Origin
A prohibited basis for discrimination. For EEO program planning and monitoring purposes, the EEOC
defined the categories by which all persons may be identified:

a. Black (not of Hispanic origin). A person having originsin any of the black racial groups of
Africa. Does not include Hispanics (see b., below).

b. Hispanic. A person of Mexican, Puerto Rican, Cuban, Central or South American, or other
Spanish culture or origin regardless of race. Does not include persons of Portuguese culture or origin.

c. Asian or Pacific Islander. A person having origin in any of the original peoples of the Far East,
Southeast Asia, the Indian subcontinent, or the Pacific Iands. Thisareaincludes, for example, China, India,
Japan, Korea, the Philippine Idands, and Samoa.
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d. American Indian or Alaskan Native. A person having originsin any of the original peoples of
North America, and who maintains cultural identification through tribal affiliation or community recognition.

e. White (not of Hispanic origin). A person having originsin any of the origina peoples of Europe,
North Africa, or the Middle East. Does not include Hispanics (see b., above). Also includes persons not
included in other categories.

Reasonable Accommodation
A change or adjustment to ajob or work site that makes it possible for an otherwise qualified employee with
disahilitiesto perform the essentia functions of aposition. This may include, but not be limited to

(1) making facilities readily accessible to and usable by persons with disabilities

(2) job restructuring, part-time or modified work schedules, acquisition or modification of
equipment or devices, appropriate adjustment or modification of examinations, the provision of readers and
interpreters, and other similar actions.

Religion
Religious beliefs and moral or ethical beliefs asto what isright and wrong that are sincerely held with the
strength of religious views.

Representative

A person selected and designated by an aggrieved person or acomplainant, the class agent, or awitnessin the
matter. The representative may accompany, represent, and advise the complainant, the agent, or the witness
at any stage of the complaint process.

Reprisal

Unlawful restraint, coercion or discrimination against complainants, their representatives, witnesses, directors
of EEO, EEO staff, investigators, counselors and other agency officials with responsibility for processing
EEO discrimination complaints during any stage in the presentation and processing of the complaint,
including the pre-complaint process, or because of opposition to any action believed to constitute an unlawful
EEO practice.

Sexual Harassment

A prohibited form of discrimination. Sexual harassment violates acceptable standards of conduct required of
all employees, applicants, and persons conducting business with the EPA and interferes with the Agency's
ability to accomplish its mission effectively and efficiently. Any instances of such conduct will be dealt with
swiftly. Sexual harassment is defined as -

(1) influencing, offering to influence, or threatening the career, pay, or job of another person- woman
or man - in exchange for sexual favors; or
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(2) deliberate or repeated offensive comments, gestures, or physical contact of a sexual naturein a
work or duty-related environment.

Special Emphasis Program (SEP)
Program established as integral parts of the overall equal opportunity program to enhance the employment,
training, and advancement of a particular minority group, women, or people with disabilities.

Special Observance Activity

Agency-sponsored ethnic or cultural activity conducted to add additional substance and enhance the visibility
of the Federa Womenrs Program, Hispanic Employment Program, Black Employment Program, American
Indian Employment Program, and Asian/Pacific |dander Employment Program. Annual observances further
employee equal employment opportunity training by providing participants an opportunity to familiarize
themselves with the contributions, cultural history, and ethnic traditions of the EPA:=s diverse work force
population.

Under representation

This situation occurs when an AEP group constitutes a smaller percentage of a given occupation,
occupational category, or grade level, in proportion to the group-s percentage representation on the applicable
CLF. Severe under representation manifests itself when an AEP group is absent from an employment
category.

White
A person having originsin any of the original peoples of Europe, North Africa, or the Middle East. Does not
include Hispanics. Also includes persons not included in other categories.
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